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Preface

The purpose of this study was to ascertain to what degree the current DOD
training, as outlined in DOD 5000.52M, is sufficiently meeting the needs ot Air Force
contracting personnel. Surveys were administered to Air Force contracting personnel
attending Professional Continuing Education courses. Students were surveyed on their
attitudes, perceptions, and belief concerning the certification program, the training
program, and the competencies which are used to build the training courses. The training
program was viewed as sufficient by a slight majority of the respondents. Interesting
viewpoints were also determinea concerning the other career development program
components - experience and education - as well as various other aspecis of training.
Since this research was the first in the career development program arena, numerous
arcas for further research have been identified as a result of this study.

Throughout the entire thesis process, severai people have been instrumental to the
completion of this effort.  Many thanks are extended to our thesis advisors, Major Bob
Pappas and Captain Paul Horst, for their excellent guidance and great advice. A very
special thank you ts also extended to our sponsor and ¢specially to Lt Colonel Wilma
Slade for her unending support and belief n the team and this efifont. We both wish tc
thank our family and friends for all of their love, encouragement, and patience during the
past year. Ms, Jongs extends a personal thank you to Dan Warden, Pat Overgaard, Mom,
and Enily for being there during the trying times. Lt Staugler personally acknowledges

her special support recetved from Mom, Dad, Beth Rabine, and Tara.

Patty L. lones Suzanne O. Staugler
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Abstract

This study determined to what extent AF contracting personnel training needs are
sufficiently being satisfied by the current DOD training as outlined in DOD* 5000.52M.
A convenience sample was employed. 499 surveys were administered to Professional
Continuing Education students for various level | through 11I courses. 320 surveys were
used for the data base, achieving a 64.1% response rate. The results of this study show
that the traiming requirements were viewed as sufficientiy ensuning that the AF has a
mission ready professionzl work force by slightly more than hait of the respondents.
However, the training componcnt was ranked as the most important component of the
career development program by the fewest number of respondents. Respondents
indicated the need for improvement in the areas of specificity and timeliness of training,
The training courses were perceived as overall adequate in meeting respondent needs.
Key competencies for review were identified based on upward trend and correlational

analysis.




THE CERTIFICATION PROGRAM, TRAINING, AND COMPETENCIES - AN
EXAMINATION GF THE AIR FORCE CONTRACTING WORK FORCE'S
RESPONSE TO THE SUFFICIENCY OF PROFESSIONAL TRAINING

L. _Introduction

General Issue

-The Defense Acquisition Work Force Improvement Act (DAWIA) of 1990 was
enacted to ensure the deselopment ol a quality acquisition work foree 10 maintain ihe
integrity of the detense acquisition system. To meet the challenges of the defense
acquisition system of tomorrow, DAWIA established standardized cniteria govermng the
experience, training, and education of acquisition personnel. These regulatory
requirements and other guidance were captured in Depariment of Defense (DOD)
Directive 5000.52, "Defense Acquisition Education, Training, and Carcer Development
Program" and DOD Manual 5000.52M, "Career Development Program for Acquisiion
Personnel,” which govern the program policy and procedures. As a result of DAWIA and
the subsequent directive, DOD 5000.52, the Air Force (AF) imtiated the Acquisition
Protessional Development Program (APDP) to provide the Air Force acquisition
community with a revitalized version of a career development program to ensure all
acquisition personnel receive the necessary experience, training, and education to
effectively progress into more responsible and demanding positions. Brigadier General
Robert Drewes, United States Air Force, Deputy Assistant for Contracting, indicated the

need for a professional development program which capitalizes on the Aiv Foree's most

valuable resource - "people.”




The Air Force continues to change in shape and size to betier meet
America's defense needs. We have a new, forward-reaching vision -
Global Power und Reach for America. The business we are in, our
mission. has been recently updated - 1o defend the Uniied States through
the control and exploitation of air and space. Contracting's contribution
to tomorrow's dir Force is also clear - we acquire the supplies and
services essential to the Air IForce's daily operations and war-fighting
mission in a manner that supports customers' needs at reasonuble prices,
meets all statutory and regulatory requirements, and inspires public trust.
It is a challenging and awesome responsibility.

While contracting is arn integral part of the Air Force team. we are
unique. We do not rely on large "capital investments" in real estate,
buildings. machinery, and equipment to get the job done. It is our people
a dedicated, professional contracting team, more than 10,000 strong, that
turns critical requirements and scarce dollars inte air and space poveer.
(Drewes, 1995: 25)

This research reviewed the sutficiency of the overall ceruificatior program as

outlined in DOD 5000.52M. Specifically, the stuay sought to identify the sufficiency of

the current training requirements of the certification program. As such, the research

cffort identified to what degree Air Force contracting personnel believe the training

requirements are sufficiently meeting their needs in pursuit of satisfying the mission and
attaining a more professional work torce. Training was targeted as the primary focus of’

the three components - experience, training, and education - ot the protessional

development program.

The key to professional development and mussion success continues 10 be
lraining. We identify the competencies our people need across the total
contracting furction in order to perform their responsibilitics. We then
provide training using many approaches, from formal, in-residence
courses to OJT (On- the-Job Training) at the work place.

(Drewes, 1993: 25)

The need has been identified for experienced, trained, and educated acquisition

personne! to meet the challenges of tomorrow's defense acquisition svstem and the

operating environment therein. DAWIA and DOD wide programs have been

implemented to help ensure this need is successfully satistied. Training plays a

1-2




substantial role in satisfying this objective  As such, it was vital to determine the extent
to which the current training is sufficiently meeting the needs of AF contracting

personnel.

Problem Statement
The question for this research effort involved the determination to what extent Air
Force contracting personnel training needs are sufficiently being satisfied by the current

DOD training as outlined in DOD 5000.52M.

Research Objectives
The purpose of this research was to ascertain to what degree the current DO

training, as outlined in DOD 500¢.52M, is sufficiently meeting the needs of Air Force

P SUN PR L, o P Dem | T Wi
Lvontiactiity IJCIBUII [L¢ DR § i

1is objeriive was accomplished by answering ihe

as

| |
IIUWII15
investigaiive questions:

1. To what extent was the tiaining component ot the career development program
sufficiently meeting the current needs ot AF contracting personnel?

2. To what degree did level i, level I and level T personnel believe that the
traimng component of the career development program 1s sufficiently meeting the current
riceds of Al contracting personnel?

3. What types of training courses were perceived to be adequate and consistent
with personnel needs for support of the mission and the development ot a protessional

work torce?

4. To what extent is the individual's perception of the importance and/or need tor
the competency 1n job performance commensurate with the proficiency level at which
the individual eyaluates his/her proficiency?

Scope and Limits
The goal of the career professional development program is 10 use experiencee,

training, and cducation requirements to establish a profzssional bascline for acquisition

1-3
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personnel. While the overall perception of the certificatior program was targeted. the
key emphasis of this research effort was the training compenent of the program.
Training was the only aspect of the program targeted because the rolc of training is
viewed as key to professional development and mission success,.

This research examined the regulations and requirements, surveyed apphcable-
contracting personnel, analyzed the findings, and provided recommendations concerning
the sufficiency of the current AF contracting training program. Most ot the analysis was

based on the training needs identified by contracting personne! and was limited to the

attitudes, experiences, and perceptions of contracting personnel.

Potential Benefits

DOD tratning needs are responding to the changing requirements ot the
acquisition work force of tomorrow. As such, DAWIA , and the subsequent programs to
implement DAWIA | are in a state of continuous change. Therefore, the research findings
generated from this studv will be helpful in guwiding the definition and development of
the DOD program. While the focus ef the study will target AF personnel, the results ot
the rescarch may be utilized for the improvement of the entire DOD program because the
career development program requirements for experience, training, and cducation, are

siandaidized acioss all services.

Definitions

Contracting Personnel: Civilians in the 1102 career series and their miiitary equivalents
{Drewes, 1993: 24)

Contracting Officer: The government's agent for entering into, administering, and
terminating contracts (FAR, 1993).




Defense Acquisition: The planning, design, development, testing, contracting,
production, introduction, acquisition logistics support, and disposal of systems,
equipment, facilities, supplies, or services that are intended for use in, or 1n support of,
military missions (Land, 1993: 23 2).

Detense Acquisition Work Force: Permanent civilian employees and militany members
who occupy acquisttion positions, who are members of an Acquisition Corps, or who are
in acquisition development programs (Land, 1993: 23.2).

Need: 1. A lack of something necessary, useful, or desirable. 2. Obligation or
requirement. 3. Something necessary, useful, or desirable: requisite (Websiers, 1984).

Overview

This study explored one aspect of the professionalism of the AF contracting work
force - traiming for contracting personnel. Throughout the remainder ol this thesis, the
study will examine to what extent mandatory DOD 5006.52M training requirements are
meeting the needs of AF contracting personnel. Chapter 1 has provided a general
introduction to the central research issue. Chapter 2 will examine the background of the
problern and provide sources of literature to substantiate the problem area. Chapter 3
will describe the research design and mclﬁndology issues refevant to this study. Chapter

4 will address the analysis and findings of the studv. Chapter 5 will explore the

conclusions, reccommendations, and closing comments relevant to this rescarch.




II. Literature Review

Chapter Overview

This chapter focuses on the development and esfablishment of Defense
Acquisition Work Force Improvemeat Act (DAWIA), and the subsequent issuance of
DOD Manual 5000.52M which documents the policies and procedures of the
professionalism program. This literature review examines applicable secondary sources
and provides a review of the available background information. Secondary data will
il two of the three research purposes outlined by Emory and Cooper. it will 1)
provide specific references pertaining to the study and, 2) provide early exploratton and

background information contributing to the study (Emory and Ceoper, 1991).

The Defense Acquisition Work Force Improvement Act (DAWIA)
From the Hoover commission of 1949 to the Packard Commission of 1986, public
concern for the quality and professionalism of the defense acquisition work torce has

been prevalent. The public outcry concerning the acquisition horror stories in the 1980's
provided the push for a federal mandate to establish a quality ac
cstablished experience, training, and education requirements. A 1990 Congressional
report pointed to the three key areas of the defense acquisition system for potential
modifications: 1) the process, 2) the structure, and 3) the people. The report noted that
although the process and structure aspects of the system had been modified to try to

atrain a more efficient and effective acquisition system, the pecple aspect of the system

had not been tackled (Land, 1993: 23.2). As Congressiman Nicholas Mavroules stated,
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Improving the DOD's acquisition process is one of our country's most
pressing national security problems. By addressing the people issue, we
take a big step in that direction. (Mavroules, 1991: 23)

The vartous executive commissions pointed to the need to "attract and retain the caliber
of people necessary for a quality acquisition program” (Land, 1993: 23.5). As the

Packard Commission concluded,

. . .tramning should be centrally managed and funded to improve utilization
of teaching faculty, to enforce compliance with mandatory training
requirements, and to coordinate overall acquisition iraining policies.
(Land, 1993: 23.5)

A clear need to prepare the work force with professional training and education had been
identitied.

Congress enacted DAWIA in November 1990 to reform the acquisition work
force. This legislation provided the framework necessary to iaprove the effectiveness of
the acquisition work force. DAWIA was a part of the legislation the House passed within
the National Defense Authorization Act, HR. 4739, Public Law 101-510, Title XII
(Mavroules, 1991: 16). To ensure a quahity and professional work force, DAWIA
established the foilowing (Livingston, 1993):

1. Separate career boards for acquisition fields (Contracting, Program

Management, and so on).

Distinct career paths for the fields.

Critical and non-critical acquisition positions.

Intem, scholarship, and other recruitment programs.

A line item budget to support the mandatory training.

The Defense Acquisition University (DAU), the educational consortium.

Certification levels (Level I, 11, III) determined by standard education,

training, and experience requirements,

An acquisition corps for performance in critical positions.

9. Rigorous qualification, entry level , and promotion requirements.

10. Standardized minimum qualifications for civilian and military

contracting personnel and contracting officers.

NS hWN
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Regulatory Guidance

Table 2-1. Regulatory Guidance Concerning DAWIA

From the passage of DAWIA in November 1990, regulatory guidance for

DAWIA implementation DOD-wide was developed, drafted. and coordinated. DOD

manuals, subject matter, and dates issued are depicted in Tabie 2-1 below.

guidance provided six regulations and manuals conceming DAWIA  The regulations and

Qualifications

Regulation or Manual Subject ! Date Issued
DOD 5000.52 and Policy and Defense Acquisition Oct 91
DOD 5000.57 University (DAU) Establishment
DOD 5000.55 and Certification Standards : Nov i ;
DOD 5000.52M | ,]
. DOD 5000.551 Reporting Management Information Nov 91
DOD 5000.58 Positions, Work Force and Special Jan 92

2

program's design as follows (DOD 3000.52M, 1991 1-1):

DOD 5000.52M operates as the primary implementing direciive of DAWIA as it

establishes the program’s operation and administration throughout DOD. It outiines the

1. Attract, select, develop. and retain on a long term basis, a highly
qualified work force capable of performing current and future DOD
acquisition functions.

Meet current and future DOD needs tor acquistiion personnel and to
provide capable replacements tor senior acquisition positions on a
planned, systematic basis.

3. Increase the proficiency of DOD acquisition personnel in their present
positions and to provide guidance and opportunities for broadening
experiences and progression commensurate with their abilities.

4. Improve the management and professionalism of the acquisition work
force.




5. Incorporate requirements of applicable laws and directives issued by
the DOD and the Office of Personnel Management.

The AF issued AFR 40-110 "Civihan Career Program Management” in November
1988 and AFR 36-27, "Officer Personnel, Acquisition Professional Development™ 1n
December 1990 to govern a career development program for both military personnel and
civilians. These regulations were subsequently updated to include the DAWIA
requirements and were used 1o implement the DOD directives at the AF level. The AF
established a career development program which became known as the Air Force
Professional Development Program (APDP. 1992). AFR 40-110 and 36-27 were
rescinded 1in March 1992 when the Secretary of the Air Force for Acquisition (SAF-AQ)
issued a policy letter which spelled out requirements for certification under APDP. This
policy letter governed the program until December 1993. In December 1993, a
subsequent policy letter was issued establishing new guidelines for all acquisiion |
functions.

APDP was "designed to provide the acquisition community with a structure that
ensures our (AF) people get the necessary training. education, and experience to
effectively progress into more responsible and demanding positions” (APDP, 1992 2).

- Later AF policy letters raised certification standards for AF personnel higher than those
standards recquired by DOD. DOD reviewed the APDP increased stundards and
determined that military services shail not be able to place more stringent requirements
upon personnel than those requirements outlined in DOD 5000.52M. This determination
was outlined in the December 1993 policy letter and has standardized certification
requirements for all the military services. A new version of DOD 5000.52M will be

issued in the Fall of 1994 implementing this revision. DOD requirements for cach

certification level in contracting are indicated in Table 2-2 .




Table 2-2. Professional Certification Requirements - Contracting

Level | Experience Training ' Education
1 1 vear Contracting Fundamentals Degree or !
Contract Pricing 24 hours of business |
Il 2years  |Government Contract Law Same as Level | |

Intermediate Contract Pricing

Intermediate Contracting Course
in Primary Assignment

111 4 years  |Executive Contracting Same as Level |

Executive Contracting Course
in Primary Assignment

Poliey Letter. Dee 1993
The pnimany change o the contracung function was the reduction of the
experienee requirements trom one, tour, and eight years to one, two, and four years,
respectively. Additionally, the AF can no longer require 80 hours of management
training for level Il contracting certification. Finally, to ensure that DAWIA and DCD
are consistent, the Professional Military Education (PME) requirements will no longer be

mandatory for military personnel.

Competency Based Education (CBE)

In 1986, DOD directed a comprehensive review ot the contracting, quality
assurance, and program management work force. To help establish the parameters for
the training and cducation requirements within the program, the Detense Systems
Management College (DSMC) established a review board comprised of representatives
from all of the services and the Defense Logistics Agency (DLA). This board conducted
an extensive review which resulted in the Acquisition Enhancement Program (ACE)
Report, Vol 1, outlining the experience, training, and education requirements for tifteen

various acquisition functions. The board also drafted DOD DRirectives 5000.48 and

5000.23 and recommended the formation of a central defense acquisition university




The need for maximum return on funds, instructors, students, time, and facilitics
required the board to establish standards for Competency Based Education (CBE).
McAshan defines CBE as containing three elements: 1) specific competencies,

2) objectives and strategies to help achieve the established competencices, and 3)
evaluation policies to assess it the student has achieved the desired level of learning
(McAshan, 38). The Under Secretary of Defense (Acquisition and Logistics)
implemented CBE at numerous service schools in 1986. At present, all Defense
Acquisition University consortium schools utilize CBE to accomplish the training
objectives set forth under DOD 5000.52M.

A subsequent study, ACE !, was accomplished in May ot [986. The study tound
that there was an overwhe!ming student population awaiting training per the required
training curriculum. The report predicted that with the recommmended requirements ot
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I Report, this b
training. ACE Il called for a "coordinated etfort that crosses individual and Agency
lines" (Committee on Armed Services, 1990:430). This provided the impetus tor the
establishment of the Defense Acquisition Umiversity (DAU). The DAU was officially

dedicated 1n October 1992 with the primary mission " to prepare professionais for

effective service in the DOD acquisition work torce” (Sobieszczyk,1993:15).

Need for Foliow-up

As this literature review has indicated, numerous changes have been a part of the
history of the evolution of the carecr development program. However, there has been
little or no scientific study or follow-up to determine how these changes have actually

affected the sufficiency of the program. There is a need for such an evaluation to provide

a program vaseline from which a reference point can be established to determine exactly




how each of the changes to the certification program are atfecting the quality and

professionalism of the work force.

Key Dcfiunitions

DAWIA intends to provide a professional work force through "expenence,”
"training,” and "cducation,” therefore these terms must be detined for clanty. Several
sources were exarrined to define these terms in relation to the defense acquisition system

and the goals of DAWIA. After the sources were examined, the list of terms was

Hnn mn

expanded to include “professionalism,” "competency,” "certification,” and

"career-protessional development.” The additional terms were nciuded because of therr
relationships to experience, training, and education, within the DOD progrem. The

terminology, definitions, and sources are listed below. .

Conunuing Education and Training: A mandatory cducation or training standard
established by a Functional Advisor or Functional Board, which is determined to be
essential for maintaining currency in a career tield and must be accomplished by
members of the acquisition work force in the career field for which the standard s
established regardless of the individual's certification ievel. (DOD 5000.52M, 1991:1x)

Expenience: Participation or observation leading to skill (Websters, 1984).

Professionalism: Professionalism is derived trom the word profession - an occupation in
which cne professes to be skilled. [t also refers to a body of persons engaged in a calling
Significantly, it derives from the act of professing or publicly declaring entry into a
religious order (Committee on Armed Services, 1990.414).

Competency: Demonstrable composite knowledge, skills, abilities, characteristics, or
traits related to effective task performance on the job (McAshan, 1979:45).

Certification: The process of formally recognizing completion of mandatory education,
training, and experience. DOD 5000.52M, November 1991, lists the training
requirements for certification(Policy Guide, 1994:4).




Career/Professional Development; The professional development of employee potential
by integrating the capabilities, needs, interests, and aptitudes of employees participating
in a career program through a planned, organized, and systematic method of training and
development designed to meet organizational objective. It is accomplished through work
assignments, job rotation, training, education, and self development programs (DOD
5000.52M,1991: viit).

Summary

The 240,000 persons who are currently part of the acquisition work force
oversee the procuremant of more than 8120 billion in military goods and
services each year. Even accounting for the huge budget culs we
anticipate this aecade, we will still be talking about a procurement system
that is larger than the gross national product of all but a handful of
rations. This demands skills that stem from professionalism, from

cducation and soltd training, und from substuntiui work expericnce.
(Maviroules, 1991 23)

The need has been identified for expen‘encéd, trained, and educated acquisition
personnel to ;ncet the challenges of tomorrow's defense acquisition system. DAWIA and
DOD wide programs have been implemented to try to ensure these needs are successiully
met. As with most programs striving to meet the challenges of tomorrow, the DOD
training program must be reviewed to ensure it is sufficiently meeting the needs of 1 e
personnel. The type, variety, and content of the courses which make up the training
prograiit inusi be evaluaied (o cisure the persoiiel arg receiviiyg ihe Tight irainiig, at the
right time, constructed of the right material. it is through the identification and
incorporation of the right mix of training that wiil lead the acquisition work force into the

future and accomplishing the mission in a professional manner. Chapter 3 will review

the methodology employed to determine to what degree the current DOD training is

meeting AF contracting personnel needs.




111, Methodology

Chapter Overview

" This chapter discusses and reviews the particular methodology issues relevant to
this research study. The data collection plan and analyses help to provide the data
needed to determine the extent to which the training, as outlined in DOD 5000.52M,
meets the needs of AF contracting personnel in support of providing a mission ready
protessional work force. This chapter will examire the research method, methodology
literature, population and sample, instrument development and testing. and the data

collection plan,

Method

The research was accomplished by a formal method based on 1) the literature
review, 2) consuitations with key personnel, and 3) a survev. Through the collection of
primary data, the investigative questions as outlined in Chapter 1 were examined. A
survey was chosen as the proper instrument for data collection because it was more
versatile. economical, and efficient when compared to observation.  Additionallv, by
utilizing a survey tc collect the data, 1t allowed for 1) exact selection of well-worded
questions geared to specific data collection, and 2) better geographic coverage o reach

the target samples (Emory and Cooper, 1991: 318).

Populaticn and Sample
The steps 13 sampling design were followed in order to determine the appropriate
sample for this rescarch study. Based on Emory and Cooper, the foilowing sampling

design issues were addressed:
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What was the relevant population? The problem statement was specific to
one branch of military service, the AF. Further, it was geared to a
particular career field, contracting. As such, the relevant population was
all AF contracting personnel.

What were the parameters of interest? The problem statement was
specific to the issue of training within the program outlined in DOD
5000.52M, therefore training was a parameter of interest. Since proper
training was one element which enabled a certification level to be attained
under the program as outlined in DOD 5000.52M, the certitication level
was also a parameter of interest.

What was the sampling frame? Based on the population and the
parameters of interest, a representative sample of AF contracting
personnel was used. To accomplish this objective, we sampled the
following 1994 Professional Continuing Education (PCE) Courses.

DAU Course Number Title Level
CON 101/102 Systems/Base Level Contracting ]
CON 104 Principles of Contract Pricing ]
CON 105 Operational Level Contract Pricing |
CON 201 Government Contract Law i
CON 221 Intermed:ate Contract

Administration i

CON 222 Operational Level Contract 1
Administration

IND 101 Contract Property Administration i1

IND 103 Intermediate Contract Property i
Administration

CON 301 Executive Contracting 1l

These courses, and subsequenily the personnel attending these courses, were targeted as
the sampling frame due to the designation ot DOD certification levels, as indicated
above. The personnel attending the courses were reflective of the certification level. This
assumption allowea the researchers to better estimate the potential of attaining a
representative sample of the population.

What was the type of samiple to be employed? Because of the sample and

parameter constraints and the ability to maximize response and minimize
costs, a convenience sample of PCE students was used ( Emory and
Cooper, 1991:274).

[P)
L)
1]




What was the size of the sample needed? As Kiejcie and Morgan note, the
following formula was used to determine the sample size for each sampic
field (Isaac and Michael, 1990: 192):

. n= Nz2 * 25 n=3735I
(d2 * [N-11+ (2 *.25)

37351 = 6993 (1.96)(1.96)*.25
(.05)(.05)%(6993-1)+(2*.25)

where  n = Sample Population
N = Population
= =1 Score
d = Chance for Error

469 personnel were surveved to ensure that at least » or 374 personnel
returned the surveys, because of the calculations resulting ftom the
formula above and the expectation of a 75% response rate.

How much did it cost to employ? To hold down survey costs, the survey
was administered to PCFE students attending conrses at Wright-Patterson
AFB, OH: Lackland AFB, TX; and oft-site courses sponsored by the PCE
school at Wiight-Patterson AFB, OH.

Three distinct levels of workers were targeted tor this rescarch study - level |,
level 11, and level 111 personnel - in order to be reflective of the three levels of
certification within DOD and APDP. These levels were established as 4 process by
which persennel could progress through standards of expernience, lra;ining, and education
- level 1 (basic). ievel 1l (intermediate), and level [l (advanced). Due to DOD data base
limitations in constructing numbers for the relevant population, those personnel who did
not hold a certification level were classified as sceking a level | certification or
equivalent to level I personnel.

The sample populations were constructed in order to reflect i) three different
views of thought on the vanables of interest due to centification level, and/or 2) similar
attitudes and perceptions concerning the vanables of interest. Stratfied sampling

improved statistical efficiency. facilitated the data gathering to ensuie the data was




sufficient to analyze the sub-populations, and allowed the option to use different research

methods within the different sirata (Emory and Cooper, 1991: 266).

Instrument Development

The survey was used to collect prirﬂary data. The use of a survey was determined
through a review of the advantages and disadvantages of varicus data collection
instruments (Emory and Cooper, 1991: 338). One survey targeted the entire sample.
Surveys provided an instrument with lower costs than personal interviews, greater reach
of a dispersed sample, ease of contact of busy and mobile personnel, more reflection time
for the respondent, and higher anonymity for the respondent. The disadvantages ol
utilizing surveys were non-response to the survey and limited information gathering. f
The use of a convenience sample combated these disadvantages in that the ability to —
reach and motivate personnel was more likely.

The instrument response structure was structured with both open-ended and
close-ended questions. The use of a tive point I;iken scale for close ended questioning |
was a simple, common format, requiring less time for the respondent to select a response,
allowing for correct range of application, and was a method compared favorably with
other data collection methods (Emory and Cooper, 1991: 209). To seck the opinions and
perceptions within the survey instruments, open-¢nded questions were employed.

Throughout the instrument development, continual evaluation of the schedule design,
question context, question wording, response structure, and question sequence occurred

to ensure quality and quantity responses ( Emory and Cooper, 1991: 135).

Testing

The instrument was tested to identify problems prior to data collection (Emory

and Cooper, 1991 179). There were two pretest groups assoctated with the instrument




testing. One test group consisted of the AFIT contracting graduate class. The second test
gruup consisted of one randomly chosen PCE class. These two test groups allowed the
content vahdity te be examined through analysis of 1) question wording, 2) shared
vecabulary, 3) question clarity, 4) assumptions, 5) biased wording, and 6)
personalization (Emory and Cooper, 1991:361). Pretest fi ndings‘were corrected and/or

incorpwrated into the instrument. Findings from the pretests included:

1. Numbering scheme off

2. Likert scale categories hard to distinguish
3. Basic format suggestions

4. Spelling and typographical errors

Data Collection Plan

The data collection plan was developed to foster ease of implementation and

accuracy in cotlection of data

g B 339 : H N B vasw o s

ecording cheets for the surveys con
Data Processing (ADP), AFIT Data Collection Form 11E which facilitated the full range
of responses to the survev. Data was collated and interpreted based on the computer
collation and interpretaiion of the data by the statistical program, Elementary Statistical
Analysis System (SAS). These results were randomily checked to ensure control over the
procedur=. The five open-ended questions were collated by hand by the rescarchers.
Vahdity was examined to determine if the data were relevant to the proper

measures and were free trom bias through the examination ot normality plots and alpha

correlations. This was performed at p = .0001, where p is equal to chance for ¢rror.

Plan of A¢2lvsis
Frequency tahulations, summary statistics, and correlational analvsis were utilized

to cvaluaie the majonity of the close-ended questions. Close-ended questions 43 through

200 used Pearson's correlational analysts to determine the corelation between




competency importance and proficiency. To identify those competencies which required
further analysis, competencies were examined for an increasing upward trend in the
correlational va'ses from level | personne!l 1o level [l personnel. The research team .
assumed that ti-cre was a correlation between importance and proficiency. Therefore, as
the certification level of personnel increased, the cérrelational values were expected to
increase, or at least remain equal. An 7 less than or equal to .39 (where r = correlauion),
with a p greater than or equal to .05 (where p = chance for error), were used as the values
for determining competency importance and proficiency not to be correlated. All open-
ended questions were categorized and ranked according to open-ended coding (Emory
and Cooper 1991:457). A hsting of the competencies and their correlations appears in
Appendix E. Response categories for open ended questions one, two, and four included

1) certification program, 2) training, 3) education, and 4) experience. Response

beneficial class. Sub-categories were also used, as well as an "other” categorv to ensure
exhaustive coding procedures were in place. Because some camments included a
number of responses answering many of the questions at once, the comments were
broken apart isto ihe various categories. A single comment may have been sorted into
mai-y categones, hascd on the subject matter. A listing of the response categories
appears with the epen-ended answers in Appendix E.

Due 1o the cualitative nature of the data collected, the data was categorized and

displayed 1n tables and graphs. The presentation of the data was driven by the moderating
variables -the demographic items on the survey. From these displays, a summary of the
data facilitated a review for patterns in the data. Potential improvements in training as
seen by the different levels of personnel, as well as the overall sample population. were

identified.
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Summary

The research was conducted through a formal method of collection of primary
data. The design utilized a survey insirument to target three different worker levels of
the sample ticld - level I, level 11, and level LI, To accomplish this, surveys were
utilized and pretested. Because of the stratified nature of the data, 1t was analvzed and

dispiayed in table and graphical formats.  The results and analysis of the data wiil be

discussed in Chapter 4.




1V. Data Collection and Analysis

Chapter Overvicw

The data anaiysis is provided in this chapter. The rescarch results wall be
presented in three sections - survey response, demographics, and investigative questions.
Various methods were used to generate the data and consisted of frequency tabulations,
summary statistical analysis, and correlation analysis. The response rate to the various
questions in the instrument varied. Ail numbzers reflected throughout this section are
based on the total number of responses to a particular question in the instrument. The

survey instrument as presented to the participants appears at Appendix A.

Survey Response

The relevant sample was based on the 6993 Air [orce contracting personncl in the
population. The sample population was determined to be 374 personnel. 469 suovevs

. were distributed and 333 were completed and returned. Surveys were reviewed for

missing data. Thirteen were not included in the data base because nfmiss‘ing data. Not
all surveys included in the data base contained complete information, but every efton
was madc to use as much data as possible. Surveys were discarded because the
respondents 1) incorrectly coded the survey sheet and corrections were not possible, or 2)
failed to answer the survey instrument bevond the demographic questions. The final data
base for this analysis was generated trom 320 surveys. A response rate of 64.1% was

attained.
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Demographics
The demographic section of the survey consisted of ten questions. These
questions identified key distinguishing parameters of the sample. The question areas are

noted below. Detatled demographic data is listed in Appendix C.

Rank/Grade or Series - Officer

Rank/Grade or Series - Enlisted ‘ RE
Rank/Grade or Series - Civilian "
Education Level

Experience Level

Supervisory Experience

Executive/Management Experience

Present Job Title

Contracting Certification

Type of Contracting Function Assigned To

SRS LB LI~

The over sampling and under sampling which are prevalent in the sample
statistics were difficult to control. The demographic make-up of the tndividuals
participating in the survey through selected training classes was anticipated to be
representative of the population. Courses were chosen to b sampled bascd on the
certification level rating given to the course, tor example, Advanced Contract
Administration is rated as a level Il course. This assumption aftected the final sample
statistics because not ail personnel in typical level 1, 11, and 1l courses were certified at
that particular ievel. Further, the researchers couid not identty the mix of officer,
enlisted or civilian personnel that would be attending a given training course. As such,

some over sampling and under sampling occurred for certain portions of the sample

population.




Survey Questions 1 - 3: Rank/Grade or Scries - Officer, Enlisted, Civilian

Table 4-1. Population 2nd Sample Statistics by Officer, Enlisted, and Civilian

Population Sample
# of Personnel Percentage | # of Personnel Percentage Difference
Officer 826 11.8% 67 20.9% 9.1%
Enlisted 1339 19.1% 77 24.1% 5.0%
Civilian 4828 69.0% 176 35.0% -14.0%
Total 6993 100.0% 320 100.0%

The demographic analysis provided many statistics a_bout the sample. Table 4-1
compares the entire population make-up to the sampie population make-up. The civilian
porticn of the sample comprised 535.0% of the respondents. The officer and enhisied
sample population comprised 20.9% and 24.1%0, respectively. Comparing these sample
population figures to the relevant population figures, there 1s an indication that the
civilians within the sample population were under sampled (-14.0%). However, the

officers (+9.1%%) and enlisted (+5.0%) were over sampled.

Survey Question 4;: Education Level
The education levels of the sample reflect 62.8% of the respondents held a

bachelor's degree or higher. While no Ph.D.'s were noted, 20.6% of the respondents held

requirement for 24 semester hours of business education or a bachelor's degree. Onlhy
2.8% of the respondents had no college education. This was anticipated because of new

enlisted people entering the career field and the grandfathering of civilians for the

educational requirements for certification.




Survey Questions 5 -7: Contracting , Supervisory, and Exccutive Experience Levels
There were three areas of expenence identified for evaluation: contracting.
supervisory, and exccutive. Civilian respondents held the largest amount of contracting -
experience of tive years or greater (45.6%). Enlisted respondents held the least amount
of contracting experience of five years or greater (11.9 %). Those respondents having
had more than one year of supervisory experience were 43.4%. 11.3% of the sample

population indicated they had some executive experience.

Survey Question 8: Present Job Titie
The magority of the respondents (37.8%0) were contract specialists. The fewest
jobs held by the respondents were represeated by procurements analysis (4.4%0). A

number of respondents (14.7%) indicated that they fell inte the other category.

Survey Question 9: Contracting Certification
Individual certification levels provided a difterent statistical perspective about the
sample population. Table 4-2 provides a comparison of the relevant population to the

sampie population by certification level.

Table 4-2. Population and Sample Statistics by Certification Levels

Population Sample l
# of Personnel Percentage # of Personnel Percentage Difference
Level 1 2189 31.3% 138 43.1% 11.8%
Level 11 4147 59.3% 143 44 7% -14.6%
Level 111 657 9.4% 39 12.2% 2.8%
Total 6993 100.0% 320 100.6%

The level 11 portion of the sample comprised 44.7% of the respondents. The level 1 and

111 sample population consisted ot 43.1% and 12.2% of the respondents, respectively.

Comparing these sampic population figures to the relevant population figures. there 1s an




indication that the level IT's of the sample were under sampled (-14.6%). Level I's and

HI's were over sampled by +11.8% and +2.8%, respectively.

Survey Question 10: Type of Contracting Function Assigned To

The majority (52.8%) of the contracting functions represented were made up of
the operational or base-level. The systems-level function was the second highest group
represented, with 12.5% of the respondents. The traiming function comprised the
smallest group, with 6nly 4.1% of the respondents. Because of the use of a convemience
sample, the research team had no control over the make-up of the Professional
Continuing Education (PCL) courses surveyed. Additionally, the Air Foree Traning
Center at Lackland AFB, TX was used as a survey distnbution poini. These factors may

explain the larger number of operational-level respondents.

Investigative Questions

The investigative questions were analyzed based on the individual answers to a
variety of questions in the survey instrumient. Appendix B provides a tabular
representation of the survey questions which were used to answer cach investigative
question. The training component of the certification progra
investigative questions. As such, the moderating vanables used to facilitate the analvsis
of the investigative questions were certification levels.

Survey questions 11 through 200, with the exception of question 13, used a ftive

point Likert scale. Five open-ended questions were included in the survey addressing

various topics. Four of the open-ended questions were used to answer the investigative

questions. One gquestion concerning competencies was not used due to an small portion

(-2 5%) of the population responding. All data were analyzed according to the

methodology plan outhined in Chapter 3.




The remainder of this section will present the analysis of the data for each of the
investigative questions guiding this research study. Appendix C details data concerning
survey questions 11 through 42, Appendix D details data concerning survey questions 43

through 200, and Appendix E details data concerning the open-ended questions.

Investigative Question 1: To what extent was the training component of the career
development program sufficiently meeting the current needs of AF contracting
personnel?

Survev Questions 13, 15, 36 to 42, Open Ended Questicns 1, 2, and 4
Survey questions thirteen and fifieen specifically sought to determine the
sufficiency of the training requirements in ensuring that the Air Force has a mission ready
contracting work force that can provide effective customer support. Question 13
determined to what extent respondents believe the training requirements are sutficient.

57.2% of respondents indicated that the training requirements are sufficient.
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Figure 4-1. Certification Requirements - Ranking of Importance

When the respondents were asked to rank the three components in question 15 -

experience, training, and education - 56.9% of the respondents ranked cxperience the
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most important component. 34.2% of the respondents ranked education the most
important component and 8.9% ranked training the most important component. Figure
4-1 displays the respondents' ratings of the relative importance of the three components.

Survey questions 36 through 42 were used to target different aspects of training to
determine if panticular training needs are being met. These questioﬁs used a five point
Likert scale from strongly disagree to strongly agree. A summary of the overali

viewpoints of the sample for each ot the questions is presented in Table 4-3.

Table 4-3. Overali Ratings - Questions 36 to 42

Strongly —, ‘ l Strongiy
No. Disagree Disagree Neutral ! Agree K Agree
36. | The current training program is intended to famiharize me with various aspect off “
contracting.
13% | 16% | 82% | 680% |  209% |
37, 1The current training program is beneticial to my ability to perform my current '

~3

' o 1ob
ne cur g prog 3 benehic Y ity o pe ntjod. |
1

06% | 54% | 179% | 572% [ 189%

3

38.|The current training program is specitic enough to help me pertorm my current job.

19% | 176% | 258% | 453% | 640
39,1 usually receive traming when [ need it.

186% | 264% | 164% SI1% | 76%
40, My training needs are better met through alternate traiming sources. ]

54% | 298% | 41.0% | 187°% | st |
41.|Once [ have attended a trasming course, | am better able to pertorm my job. i

05% | 44% | 2i1% | 576% |  160% |
42.:After | have attended a waining course, | am better able to apply the matenal

presented.
0.3% 6.3% 23.3% 55.0% 15.1%

For question 36, 28.9% of the respondents agreed that the training program is
intenided to familiarize them with various aspects of contracting. The majority of
respondents for question 37 alse agreea that the tranung program is bencficial to their
ability to perform heir jobs (76.1%). For question 38, 34.7% of the respondents

indicated that they agreed that the program is specific erough. Question 39 presented a

47




different picture with 45.0% of the respondents disagreeing with the statement that they
receive training when they need i1t and only 38 7% agreeing. The majority of the
respondents were neutral (41.0%) for question 40 concerning meeting training needs
through alternate training sources. 73.6% of the respondents agreed with question 41
concerning ability to perform after training. The majority of the respondents {70.1%)
agreed with question 42 about increased ability to apply matenal.

To surnmarize, the majority of the respondents agreed that the training program 1s
i) intended to familiarize; 2) beneficial to job performance; and 3) provides specific
enough traiming. Also, the majority of respendents agreed that the individual training
ourses better enable them 1o 1; perform their jobs, and 2) apply the matenal presented in
the courses. It is noted that the respondents were neutral concerning the need tor
alternate traming sources. Finally, the larger percentage of the respendents disagreed that
they receive training when they need it.

Open-ended questions 1, 2, and 4 were categorized into three response categories:
Cerufication Program Satistaction and Importance, Certification Program Dissatistaction
and Concerns, and Certification Program and Established Standards. The top five

categories concerning the respondents are listed in Table 4-4.

Tabie 4-4. Top Five Categories of Comments and/or Concerns

Ranking | # of Responses* Category of Comment and/or Concern
1 28.3% Program 1s Perceived as Having Value or Worth
2 17.6% Experience Requirements are Too Low
2 17.6% Training Needs and Suggestions
3 15.1% Training Applicability
4 13.8% Importance of Experience
5 13.2% Training Availability

*Percentiges are caleulated [Tona base of 139 respondents
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The commients and concemns parallel the findings in the close-ended questions. The

overall program was perceived as valuabie and meeting respondents' needs. Experience
. was noted as the most important component in mecting the goals of APDP. Finally,

comments and concerns on training needs, applicability, and availability are reflectiv "

the responses received on questions 36 through 42

Investigative Question 2: To what degree did level 1, level 1L, and leve! 11! personnel
believe that the training component of the career development program is
sufficiently meeting the current needs of Air Force contracting persennel?

Survey Questions 13, 15, 36 to 42

The same survey questions used to answer 1nvestigative question one were also
used to answer investigative question two. [nvestigative question one was a macro-
viewpoint of the training component sufficiency, whereas this investigative question is
the micro-viewpoint of the training component sutticiency by certification levels of’
respondents. It was expected that training needs are unique for each level, therefore each
survey question was examined at the difterent levels. Response rates reflected
throughout this section are in terms of the percentage of respondents within the

applicable certification level, not the entire sample population.

Table 4-5. Sufiiciency of Current Training Requirements Within Certification

Levels
Strongly Disagreﬂ Disagree | Neutral Agree Strongly Agree
Leve! ! 3.6% 15.9% 24.6% 49.53% 6.5%
Level Il 2.1% 20.3% 19.6% 49.0% 9.1%
Level 11 2.6% 25.6% 12.8% 59.0% 0.0%

Table 4-5 indicates the viewpoints of the personnel do change based upcn

certification levels. The majority of level 1(55.8%), level 11 (57.8%0) and level 1]

(59.0%) respondents agree that the current training requirements are sutticient.

However, a higher percentage of level 11 respondents (28.2%) disagree with the
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sufficiency of the training requirements, compared to level I (19.6%) and level II (22.5%)

respondents.
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Figure 4-2, Certification Regquirements - Ranking of Importance Within Levels

Figure 4-2 indicates that certification levels of personnel also provide different
viewpoints. 71.8% of Level llls rated the experience component as the most important,
with 58.3% of level lIs rating it most important, and 51.5% of the level [s rating it the
most important component. 1t i3 noted that the importance of experience increased with
each progressive certification level. The respondents’ evaluation fluctuates between the
levels. Level [T respondents rated the training component the most important (10.8%),
with levels Uls being slightly less at 7.7% and level Is responding at 6.7%. The
education component’s importance decreased with each progressive certification level.
41.8% of level I respondents rated education as most important, while level 1Is responded '
at 30.9% and level IIIs responded at 20.5%.

Questions 36 through 42 were used to target various aspects of training at the

different certification levels. Each question was examined for changing perceptions




between the certification levels. This evaluation also compares the level analysis to the

overall sample population analysis presented for investigative question one.

Table 4-6. Responses to Question 36 Within Certification Levels

The current training program is intended to familiarize me with various aspects of contracting.
Strongly Disagree | Disagree | Neutral Agree Strongly Agree
Level | 1.5% 1.5% 8.1% 66.9% 22.1%
Level 11 0.7% 2.1% 10.0% 66.4% 20.7%
Level 111 2.6% 0.0% 2.6% 79.5% 15.4%

For question 36, all three levels agreed that the training program is intended to

familiarize them with contracting. Level 1(89.0%), level 11 (87.1%), and level ill

{94.9%), perceptions were close to the rating of the entire suinple (88.9%).

Table 4-7. Responses to Questicn 37 Within Certification Levels

The current training program is beneficial to ny ability to perform my current job.
Strongly Disagree | Disagree | Neutral Agree Strongly Agree

Level I 0.0% 5.8% 15.2% 59.4% 19.0%

- Level Il 0.7% 5.0% 21.4% 54.3% 18.6%

Level 1il 2.6% | 5.1% 15.4% 61.5% 15.4%

Question 37 found consistent responses across the levels agreeing that the current
training is benetictal. Level 1(79.0%), level 1 (72.9%) and level T (76.9%) agreed that
the current training is beneficial. This was consistent with the sample population

evaluation of 76.1%,

Table 4-8. Responses to Question 38 Within Certification Levels

The current training program is specific enough to help me perform my current job.
Strongly Disagree | Disagree | Neutral Agree Strongly Agree
Level | 1.4% 15.9% 29.7% 44.2% 8.7%
Level 11 2.1% 19.3% 23.6% 45.0% 16.0%
Level I 2.6% 17.9% 20.5% 51.3% 7.7




Question 38 also found that the three evels were close in agreement concerning i
the training program was specific enough for job performance. Level [(52.9%), level 11

{55.0%), and level 111 (59.0%) paralleled the percentage of the sample (54.2%). .

Table 4-9. Responses to Question 39 Within Certification Levels

I usually receive wraining when [ need it
Strongly Disagree | Disagree | Neutral Agree Strongly Agree
Level I 21.0% 27.5% 21.0% 24.6% 5.8%
[ Level 11 20.7% 27.1% 15.0% 30.7% 6.4%
Level 1i 2.6% 20.5% 5.1% 56.4% 15.4%

Question 39 found some disperston amongst the levels. Level | (48.5%), tevel 1i
(47.9%) and levei 11 £23.1%) disagreed that they usually recerve traming when they need
it. Level Tand 1 figures are consistent with the overall sample (45.0%0). However, level

111 figures are not. The majority of level [II respondents agreed with this question

(71.8%)

Table 4-10. Responses to Question 40 Within Certification Levels

My training needs are better met through alternate traiming sources. ]
Strongly Disagree | Disagree | Neutral Agree Strongly Agree
Level | 4.4% 26.8% 44.2% 21.6% 30%
Level 11 6.0% 27.0% 40.9% 18.2% 7.30%,
Level 111 5.1% 51.3% 30.8% 12.8% 0.0%

For question 40, level | and 11 respondents within each level were neutral. Level !

(44.2%;) and level i1 (40.9%) held counsistent with the sample (45.0%), whereas level

(30.8%) respondents were not as neutral concerning question 40. Level ills disagreed

(56.4%) that their traiming, needs are better met through alternate sources.
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Table 4-i1. Responses to Question 41 Within Certification Levels

Once I have attended a training course. 1 am better able to perform my job.
Strongly Disagree | Disagree | Neutral Agree Strongly Agree
Level 1 0.0% 4.3% 18.8% 58.0% 18.8%
Level 1l 2.1% 5.0% 20.0% 57.9% 15.0%
Level 11 0.0% 2.6% 33.3% 56.4% 7.7%

For question 41, level [1I (64.1%) were most consistent with the sample (63.6%)
in agreeing that they are better able to perform their job after they have attended a course.
Level [(76.8%) and level 11 (72.9%) had stronger figures agreeing with question 41. The

level [1Is had a larger number of respondents who were neutral on this question (33.3%).

Table 4-12, Responses to Question 42 Within Certification Levels
After | have attended a training course. 1 am able to apply the material presented. I|

Strongly Disagree | Disagree | Neutral Agree Strongly Agree
Levell 0.0% 5.8% 22.5% 53.6% 18.1%
Level 11 0.7% 6.4% 20.7% 57.9% 14.3%
| Levellll 0.0% 7.7% 359% 51.3% 5.1%

Level 1(71.7%) and level [1{72.2%) respondents were closest in agreement to the
overall sample (70.1%) for question 42. 56.4% of the level 111 respordents agreed with

this question, however a large number of the level s (35.9%) were neutrai.

e nodirvcdlarn ) R WR/L a4 D . SOt I S
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adequate and consistent with personnel needs for support of the mission and the
development of a professional work force?

Survey Questions 16 to 35, Open-Ended Question 3

Respondents evaluated the current certification training courses on a {ive point
Likert scale on the basis of strongly disagree to strongly agree. Of the courses evaluated,
a range of 64.3% to 100.0% of respondents ranl ing the courses as adequate. The
. rankings of the top five courses in terms of adequately meeting the respondents’ needs are

listed below in Table 4-13.



Table 4-13. Top Five Courses Perceived as Most Adc. quate

*Rankings are caleulated from a weighted base of 1749 trminmg classes atended.

Open-ended question 3 asked respondents to identify the training courses
perceived most and least beneficial. The top five responses for the training courses

perceived as most beneficial are listed in Table 4-14.

Table 4-14. Top Five Training Courses Perceived as Most Beneficial

Ranking # of Responses™ Training Course '
1 28 0% Govermment Contract Law
2 24.4% MDAC - Basic
3 O 15.6% MDAC- Advanced
3 15.6% Contract Administration - Advanced
4 12.2% Principies of Contract Pricing J
5 6.1% Base Contract Administration j

Percentages are caleukned trom a base ol X2 respondents
It is noted that similar courses are found in cach of the top five histings for both the close-

ended and open-ended questions.
Investigative Question 4: To what extent is the individual's perception of the
importance and/or need for the competency in job performance commensurate with

the proficiency level at which the individual evsluates his/her proficiency?

Survey Questions 43-200

Survey questions 43 through 200 rated 79 units of instruction, or competencies.
The competencies were ¢valuated in two arcas 1) the importance te overall job
performance and 2) the current level of proficiency. A five point Likert scale was

employed. To evaluate how much the importance and proficiency factors ditfered, an
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Ranking* Certification Training Course Title |
1 Government Contract Law
2 MDAC - Basic
3 Principles of Cost and Pricing
4 MIDAC -Advanced
5 Defense Cost and Price Analysis/Negotiations

W




overall ranking of the importance levels was compiled. Graphs and supporting
cocumentation are in Appendix D.
The top 10 competencies, ranked by importance, are displayed in Table 4-15.

Th¢ bottom 10 competencies, ranked by importance are displayed in Table 4-16.

Table 4-15. Top Ten Competencies by Importance

Ranking Value Unit of Instruction (Competency)
1 88.5% Contract Modifications
C 2 87.8% Competition Requirements
3 87.5% Statements of Work
4 85.7% Ethics/Standards of Conduct
5 85.3% Conducting Negotiations
6 84.8% Solicitation Preparation ;
7 84.6% Specifications “
8 83.1% Responsiveness
9 82.8% Negotiation Strategy
16 82.6% Method of Procurement !
Tabie 4-16. Bottors Ten Competencies by Importance

Ranking Value _ Unit of Instruction (Competency) ’
1 31L1% {_etter Contracts i
2 28.3% Lease vs. Purchase
3 26.0% Need for Bonds |
4 25.6% Unsolicited Proposals
5 22.8% Fdrecastinug;—Requirements
6 21.7% Bonds
7 214% Collecting Contractor Debts i
8 19.6% Market Research
9 18.1% Contract Financing
10 17.0% Accounting and Estimating Systems

Correlation analysis was performed on the 79 competencies to determine the
degree of correlation between the individual's perception of the competency's importance

and the individual's proficiency fevel. An ¢examination for upward trends in the

correlation values for each of thi;: certification levels was then performed. An upward




trend was anticipated by the rescarch team because, for each certification level, as the

importance of competency rises, so should the proficiency level. Therefore, the pap

between importance and proficiency should collapse or close as personnel progress from .
level [ through level I11. 18 competencies which did not reflect an upward trend are

listed in Table 4-17. Competencies with 5 >.05 and/or r < or = to .39 were determined

not to be correlated. Correlations in bold represent those competencies that are not

correlated. Competencies which are not correlated provide that respondents perceive a

large difference between the perceived importance of the cempetency and their perceived

proficiency for that competency. Appendix D includes the listing of other competencies

which are not correlated based on the stated p and r values.

Table 4-17. Competencies Without Upward Trend From Levei I te Level 111

Unit of Instruction (Competency) Level | Level 11 Level 111
Acquisition Planning 0.19 0.24 G.18
Market Research 0.50 0.48 0.45
Statements of Work 0.44 0.40 0.59
Services Contracting Issues 0.53 0.71 047 ,
Set-Asides 0.33 0.51 0.40 '
8(a)Procurements 0.35 0.51 0.32
Technical Evaluation Factors 0.28 0.48 0.30
Procurement/Source Selection Plans 0.33 0.59 0.31
Sclection of Contract Type 0.31 0.54 0.37
Processing Bids 0.43 0.61 0.53
Late Bids 0.43 0.59 0.41
Bid Prices 0.45 0.61 0.46
Responsiveness 0.43 0.63 0.59
Cost and Pricing Data 0.28 0.44 0.34
Audits 0.09 0.42 0.37
Property 0.35 0.46 0.39
Collecting Contractor Debts 0.10 0.45 0.39

Progress/Advance Pavments 0.42 0.39 .59




Summary

This chapter has provided the results of this research effort in support of
determining the sufficiency of professional training ot AF contracting personnel. The
, data reflects that some discrepancies do exist in how AF contracting personnel perceive

the certification program, particularly the training component. Chapter 5 will provide

the conclusions and recommendations pertaining to these areas.




V. Conclusions and Recommendations

Chapter Overview

The following section provides the conclusiens and recommendations drawn from
this effort, study limitations, and suggestions for further study. As the DOD continues to
downsize, more and more emphasis has been placed on getting the most trom every
dollar committed in the acquisition arena. The current career development program
strives to establish an elite group of career professionals who are capable of satistying the
mission with the most etfective and efficient use of resources. Traming s vital to the
success of this program. This research effort has provided the perceptions. attitudes. and
beliets of the Air Force contracting work force concerning the current training and how
sufliciently 1t is ensuring ihai the Air Force has a mission ready proiessionai contracting

work force.

Conclusions and Recommendations

Investigative Questicn 1. To what extent was the training component of the career
development program sufficiently mecting the current needs of AF contracting
personnel?

Conclusion 1. Even though the training requirements were viewed as sutficiently
ensuring that the Air Force has a mission ready professional contracting work force by
slightly more than halt of the respondents, they were ranked as the most important
componeni by the fewest number of respondents. This indicates that while over half of
the respondents viewed the training requirements as sufticient, training is not viewed as
the most important component to ensuring the AF has a mission ready professional

contracting work force.
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Experience was ranked as the most important component by more than half of the
respondents. However, less than half of the respondents perceived expenence as
sufficient. This indicates that the respordents perceive experience as the most important
component to ensuring the AF has a mission ready professional contracting work force.
but do not believe that the experience requirements are sufficient.

Recommendation. Increase Experience Requirements. An individual can now
progress to a level 1l certification in half the time of the past AF program requirements.
This could be detrimertal to the contracting career field which relies on the expernience
quotient for job pertormance. !n addition, a person progresses through the training
courses at a more rapid pace. This may severely impact the traming program'’s
applicability, avatlability, and umehness.

Conclusion 2. Respondents indicated strong agreement concerning the role of
the training program to familiarize them with various aspects of contracting. There was
also a strong percentage of agreement indicating that the training 1s beneficial to job
performance and ability to apply matenal presented in the courses. However.
respondents indicate a need for instrucuon beyond familianization because only haif of
the respondents noted that the training is specific enough. This impiies that while the
courses are being taught at a familianzation level, more specific topics are needed. [
more specific topics were incorporated into the courses, job performance and ability to
apply the marenal could be expected to increase. However, this is only true if the person
uses this topic for job perfromance.

Almost half of the respondents indicated that they do not receive training when
they need it. However, over one-third agreed that they do receive it when they need 1t

This indicates a need to establish a better way to monitor progression throughout the

program and ensure that the courses arc 1) available, 2) taken at the ngint time for carcer




base-level versus systems-level).
| Recommendations.

1. Focus Courses to Better Meet Needs of Personnel. Incorporate more
specific topics into the current course structures. Utilize some of the training suggestions
and topics identified in this study to begin to i1solate potential areas for inclusion into the
courses. Additionally, ensure that courses are targeting a well-rounded audience with
specific functional contracting concems,

2. Develop Formal On-the-Job-Training (OJT) Programs. Specificity
and applicability of training has been identificd as a key area tor concern withni the
traiming program. As such, a more formalized OJT program should be developed. OJT
programs can be tailored to the more specific needs at the unit. It will help ensure that
the work force has a demonstration phase for the skills and knowledge which they have
leamed from the Professional Continuing Education (PCE) courses. This program could
be easily tailored to meet individual needs in training topics, progression rate, etc.

3. Establish Career Development Progression Management
Information System (MIS). Determine and establish an on-iine system whichi provides
1) recommended time frames for progression throughout training program, 2) access for
training monitors to input actual needs for training slots, and 3) capability of training

monitors to monitor each individual's career plan. To zugment this MIS, establish a

model carcer plan to zrovide an example for ideal career progression for the contracting

work force.
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Investigative Question 2. To what degree did ievel |, level i1, 2nd level {1 personnel
believe that the training component of the career developineat program is
suificiently nieeting the current needs of AF contracting personnel?

Conclusion 1. As the certification level increased, the training requirements were
ranked as sufficient with small increasing percentages of respondents from level 1 o level
11}. The ranking of the importance of the training componeni was the lowest of the three
components for all certification levels. The viewpoints of the level 1 to Il respondenis
are consistent with the overall population.

The experience requirement has a decreasing rating ot sufficiency trom level I to
II1. The largest difference in perception of the experience requirements was noted from
the level il to the level 1 perspective. The majonty of level 1F's disagreed that the
expernience requirements are adequate. In addition, the importance of the experience
component increased from level 1 to L These findings were consistent with the sample
population in indicating that wiile the expenence component is the most important, 1t (s
not sufficient. Level HE's hold the sirongest perception of the discrepancy between
sufficiency and importance of the experience component

Conclusion 2. Leve! [l respondents consistently held the most ditferent
perceptions concerning traiming,. First, the majority of level IH's agreed that they receive
training when they need it. ‘This was not true with level s and I's. Addinonally, over
half of level HI's disagreed that their tramning needs are better inet through alternate
sources. The majority of level I's and H's were neutral. Level HH respondents were also
fowest in agrecnmient that afier training 1) they are beiter able to pertorm their jobs and 2)
are able to apply the matenal. However, level 11l's were also the group with the must
respondenis agreemng that the program 1s specific encugh.

Recommendation. Basic, Intermediate, and Advanced Courses. Although

some course structures already oxist in this tormat, courses should be ailored to the three
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levels to meet the progression of needs of the individual. Course structure should be
gutded by the needs identified by the respondents in the survey concemning specificity,

applicability, timeliness, etc.

Investigative Question 3. What types of training courses were perceived to be
adequate and consistent with persennel needs for support of the mission and the
development of a professional work force?

Conclusion. The various training courses were rated well - with a range of
64.3% to 100.0% - indicating that the courses are percetved as overall adequate. The
level Tand 1 courses were consistently rated the highestin adequacy - Level T courses
did not get a high number of’adequate ratings. This 1s consistent with the viewpomts of
level [II's on training, since level I's identified the most inconsistencies with training,
Ratings indicate that all courses are perceived to provide benefit to the individual and the
program. The courses rated most beneficial paralieled the courses rated most adequate.
Comments indicate that the number one reason why the courses were perceived as most
beneficial was the courses’ applicability to the job.

Recommendation. Evaluate Level 1} Courses. The level Ul courses were not
ianked as inadequate, however, none of the courses were ranked in the top five of the
courses perceived as the most beneficial. Additionally, the level T respondents
indicated a problem might exist within the training courses in that the level HT's did not
perceive certain aspects of the training program similar to level | and Il respondents. As

such, a review of the currency and applicability of the level [11 courses should be

performed.




Investigative Question 4. To whut extent is the individual's perception of the
importance and/or need for the competency in job performance commensurate with
the proficiency ‘evel at which the individual evaluztes his/her proficiency?

Conclusion. Differences in perceptions of competency importance and
competency proficiency exist. Of the competencies rated the most and least important, 2
range of 38.9.% to 88.5% was noted. Only five competencies were rated with less than a
50.0% importance rating.

Certain competencies are identified for potential review based on two types of
analysis 1) trend analysis and 2)correlational analysis. 18 competencies were ideritified
on the basis that they did not display the expected upward trend for correlational values
from level 1 1o level 1. Various competencies were identfied tor cach certification
level on the basis that the correlational values indicated that the competency importance
and proficiency were not correlated. This listing can be viewed in Appendix D.

Recommendations.

1. Establish Comprehensive and Continuous Review of Competencies.
Respond to the need for further evaluation of those competencics identified in this study.
Currency of topics is vital to meeting the challenges of the defense acquisition system of
temorrow. Therefore, establish a permanent board to review the topics quarterly. Within
ihis board, establish a direct fine froin the uiit {(i.c. training monitors, squadron
commanders, deputies, ¢tc.) to be able to pursue a otal quality management bottom-up
review approach and funnel suggestions tor potentiai units of instruction.

2. Validate Needed Proficiency Levels. While this study only sought to
identify competencies for further review, there is a need to establish some sort of
proficiency baseline - how proficient must the individual realistically be to perform
within the established evel. The goals for the proficiency ievels which are estabhished

for the courses may or may not be aitainable within curreni training program.




Study Limitations

Various study limitations were noted in this research effort. Most of the
limitations were recognized prior to conducting the research.

First, a convenience sample was employed. The distribution of personnel
attending the PCE courses was expected to produce 2 distribution of personnel ;in1ilar to
the relevant popuiation. Because the attendance was predetermined, the demographic
make-up of the courses was difficuli to control. The survey statistics presented in
Chapter 4 indicate this caused the civilian and level Il sample population to be under
sampled.

Nexi, the individuals attending the courses may or may not have been the most
appropriate to survey, since participants were receiving training and theretore more
acutely aware of their ideas and perceptions on training. This limitation may apply more
to the new personnel of the contracting work force - since their knowledge base
concerning the contracting career field and the career development program may be
hmited. However, perceptions of the entry-ievel respondents could not be ignored
because a training program must target all personnel - from those having no experience
to those having extensive experience.

A third limitation was that the survey instrument was lengthy - As a result, some
interest may have been lost for those items toward the end of the survey instruiment. This
may have caused some leveling of answers by respondents.

Another limitation to this study was that the participants were limited to AF
contracting personnel. Although DOD career program requirements are standardized,
some service-unique philosophies may be prevalent which this effort canrot identify.

The final study hmitation was a self-rating problem for survey questions 43

through 200. Respondents were asked to rate how important and how proficient they




were for certain competencies. The potential for over-inflated ratings for each individual

was high, since human nature is to inflate self-ratings.

Suggestiens for Further Study

Many potential areas for future research were identified. "This research was the
first in the career development program arena and has spawned numerous areas for
further review.

Administer Survey Instrument to Contracting Policy-Making Personnel,
Administering the current survey instrument to policy making personnel would provide a
basis for comparison between those making the contracting policies and those working
within the policies established. Comparison of the two data bases could provide a
baseline to identify commonalties and discrepancies between the two groups.

Focus on Competency Evaluation. The competencies in this effort were
reviewed only to identify those competencies which have need for further review. A
need exists to establish a baseline for required competency proticiency for each
certification level. This would enable an instrument te be drafted to determing if the
competency importance perceived by the individual and the established, required
proficiency levels of the competencies were congruent. This evaluation is vital because
of the key role competencies play in the whole training process. Competencics are the
building blecks by which the training courses evolve to include the topics and ultimately
the course structure and the training program in general.

Survey Other Services. While this study can be generalized across DOD, certain
service-unique philosophies may impact training, and the career program as a whoie. A

survey iargeting other services to determine to what degree their training needs are heing

met would allow for better comparison.




Evaluation of Other Program Components - Experience and Education. This
research only d.izrmined the extent to which the training program is sufficiently meeting
the needs of AT centracting personnel. The findings indicate that the respondents
perceive experience and education as more important than training in developing the
work force. As such, experience and education should be addressed individually in a
study to determine to what extent education and experience requirements are mecting the
needs of AF personnel in ensuring the AF has a mission ready professional work force.

Target Public and Private Sector with a Survey Instrument to Determine
Diiferences in Trairing Programs. A survey instrument could be placed in a
professional magazine or journal - 1.¢. National Contract Munagement dssociation
magazine - which would reach both audiences. ‘The survey wouid try to identity what
current training programs are avaiiable - formal and informal - and determine the
alternatives for training and how effective these aliernatives are perceived. This would
be a good starting point for establishing new types of training and/or reinforcing the

training which is already in place.




Appendix A: Survey Instrument

The following pages display the survey instrument as it was presented 10 the

survey participants.
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WASHINGTON DC

QFFICE OF THE ASSISTANT SECRETARY
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MEMORANDUM FOR CONTRACTING COURSE ATTENDEE
SUBJECT: Training Survey

A comprehensive and responsive maining program 1s vital to ensure thar .Aur Force
contracting persoanel are ready to meet the acquisition challenges of today and tomorrow.
As such, the evaluation and update of the contracting training program is an evolutionary
process in pursuit of the development of a protessional work force capable of successfully
fulfiiling our mission,

The attached siurvey seeks your opinions and experiences with the current raining
program. The results will aid the Air Force Institute of Technology in their research and
will also be provided to functional managers throughout the Air Force and the Department
of Defense. Although your input is strictly voluntary, [ swongly urge your participadon in
this research process. This is your opportunity 10 express your concens and ideas for the
fuwure train g agendas of the conwracting community. Your opinions and expeniences are
imnportnt o us. I thank you in advance for your time and comments.

ROBERT W. DREWES, Brig Gen, USAF
Carvraracr (Cantractinag)

Naruite: Accicrany
A/CEULT CRODOMAL Wil Wl ] e aLuay

Assistant Secretary (Acquisirion)

Anachment:
Survey




Survey Insiructions:

Purpose; The purpose of this survey is to help identity strengths and weaknesses in the training
program for Air Force contracting personnel. This survey is being conducted by Air Force
Institute of Technology graduate students and is sponsored by the Air Force Program Executive
Office for Carcer Management at the Pentagon. This survey wili be used w identify areas of
training which need improvement. The ultimate goal is to ensurc th:t the specific training needs
of Air Force contracting persounel are met.

Anonymity: Each survey is assignred a coded number for administsiiy ¢ purposes only. Your
name will not be used or associated with this survey in any manner

Results: The results of this research will be published in an AF[T thesis in September 1994 and
the final report will be permanently stored with the Defense Technical Information Center (DTIC).
As a participant in this survey, you will have an opportunity to obtain a summary of the findings
and conclusions. Your instructor will make available a sign-up sacet for you to indicate your
desire to receive a summary.

Instructions:

Pt

. Use only a number 2 pencil on the answer sheet.

N

. DO NOT put your name on the survey or the answer sheet,

. Please answer ¢very item.

(93]

4. Answer all items according to your initial reaction. Please do not change your response to
previous items based on information presented n later 1tems.

5. Some items ask for your opinion. There are no right or wrong opinions. We want to know
how you view your training needs.

6. Additional instructions are provided in the survey where n¢eded.

7. This survey has been designed to take approximately 30 to 40 minutes, Do not spend too
rauch time on any particular question.

8. Once you have completed this survey, refurn it together with your answer sheet to the
instructor.

Privacy Act Statement
In agcordance with AFR 12-35, panu 30, the: following information ts provided as required by the Privacy Act of 1974
a Authonty 5 USC 301, Depurtmental Regulations, and/ot 10 USC 8012, Secretary of the Air Force Powers,
Duues, Delegation by Compensation.
b Principal Purpose. To sample Air Foree contracting personnel opumions and atutikies coneerming tratnmg

¢ Routme Uses To provide data as pan of'a AFTL thesis sady
d - Parwapanion mthis survey s voluntan and respondents will not he denoficd  Noadverse action ol any khind may '
be tahen against any mdividual who elects not o artiepate m any or all parts of thss sunev ]




PART I: Demographics - Please mark all your responses directly on the survey as
well as on the answer sheet.

rarrent Rank or Grade and Series: Indicate your current rank or grade. Answer only
one question of the three choices provided. Please be careful when indicating your
response on the computerized answer sheet provided. Skip the questions that do not
apply.

1. Officer (64Px)

2. Enlisted (6COxx) 3. Civilian (1102)

1. 0-1 1. E-1t0 E-3 1. GS-50r GS-7
2. 02 2. E4 2. GS-9
303 3. E-5 3. GS-11
4 04 4. E-6 4. GS-12
5. 0-8 SOE7 5. GS'GM-13
6. 0-6 6. E-8 6. GS,GM-14

7. E-9 7. GS:GM -15

on obtained. I

1. High School Degree 5. Masters Degree

2. Some College 6. Masters Degree Plus
3. Associates Degree 7. Ph.D

4. Bachclors Degree

rem— s e

————

5. Experience: Indicate the number of vears of contracting experience vou have
obtained. (This may be a combined total tor individuals with both military and civilian
expernence.)

1. Less than 1 year of experience 5. 11 - 15 years of experience
2. 1 -2 yearsof expenence 6. 16 ~ 20 year of experience
3. 3 - 4 years of experience 7. More than 20 years of

4. 5 - 10 years of expenience experience
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6. Supervisory Experience: Indicate the amount of supervisory experience you have II
obtained.

e ——

|

No supervisory experience

Less than one year supervisory expernence

1 - 2 years of supervisory experience

3 - 4 years of supervisory experience

5 - 10 years of supervisory experience

11 - 15 years of supervisory experience

More than 15 years of supervisory experience

Il 7. Executive/Management Experience: Answer Yes or No. "

NS E LD =

1. No - I have not held a position of executive responsibility such as
Commander, Deputy Commander, Director or other equivalent
position.

2. Yes - I have held or am currently holding a position of executive

responsibility such as Squadron Commander, Deputy Commander,
Director or other equivalent responsible position.

8. Present Job Title: Indicate your present job title.

1. Contract Negotiator 5. Contract Price and/or Cost Analyst

2. Contract Specialist 6. Contracting Officer (ACO, TCO. elc.)
3. Contract Administrator 7. Other. Please indicate position title:
4. Procurement Analyst

|n N a At . A

9. Comiraciing Ceritiicaiion: lndicaic ihe appropriaie icvei of ceruification otiicialiy
obtained. If you will receive a certification upon completion of the training class you are
currently taking, please check that level.

=

1. No Certification 3. Level Il Certitication Received.
2. Levell Certification Received 4. Level IIl Certification Received.

10. Type of Contracting Functica Assigned To: Indicate th

¢ appropriate contracting
function currently assigned to:

. Contract Administration Organization
. Training
. Other: Please indicate function.

1. Systems Acquisition
2. Operational

3. Specialized

. 4. Headquarters

~ O
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Part I The Certification Program

|

Background: To improve the management and professionalism of the acquisition
workforce, the Detense Acquisition Workforce Improvement Act (DAWIA) of 1990 was
enacted. The Air Force, in an effort to ensure complete mission ready support, initiated
the Acquisition Professional Development Program (APDP) to implement DAWIA
requirements. APDP established a certification program for all acquisition personnel,
specifying minimum education, experience and training standards required to become
certified and hold positions at each certification level. This program has now been
adopted throughout the Department of Defense (DOD). The following table outlines the
mandatory certification requirements, applicable to ali DOD acquisition employees.

Professional Certification Requirements

Contracting
Level Experience Training_ Education

I 1 year - Contracting Fundamentals Degree or

- Contract Pricing 24 hours of business
1 2 years - Government Contract Law Same as Level |

- Intermediate Contract Pricing

- intermediate Contracting Course

in Primary Assignment -

11 4 years - Executive Contracting Same as Level |

- Executive Contracting Course
in Pnmary Assignment

" Piease answer the following questions about the Air Force APDP and requirements as

identified above. Responses for questions 11 through 14 should be based on the
following scale.

Strongly ' Stroagly
Disagree Disagree Neutral Agree Agree
1 2 3 4 5

11. The current certification requirements are sufficient to ensure
that the Air Force has a mission ready professional contracting

workforce that can provide effective customer support. . ... .. .. 12345
12. The current experience requirements are sufficient to ensure

that the Air Force has a mission ready professional contracting

workforce that can provide etfective customer support.. . . . b2 345
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13. The current training requirements are sufficient to ensure that the
Air Force has a mission ready protessional contracting workforce
that can provide effective customer support. . .. ..... ... .. .. 1 2345

14. The current education requirements are sufficient to ensure that
the Air Force has a mission ready professional contracting
work force that can provide effective customer support. .. .. .. .. 1 2345

15. Select which of the three requirements, experience , training or education, you
think is most important to ensure that the Air Force has a mission ready
professional contracting workforce that can provide effective customer support.

1. Expernience
2. Training
3. Education

How do vou view the certification program?

Is there anything additional that vou would lik2 to add pertaining to the certitication
program and its relationship to a mission ready professional workforce.
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|Part IH: The Mandatory Training Program -

Backgreund: As part of the certification program, certain training courses arc requircd
at each of the three levels. The primary goal of training is to ensure the development oi'a
professional, mission oriented, contracting workforce. Although some individuals may
have met their mandatory training requirements through an ¢quivalent college program or
equivaiency examination, the focus of this section is the DOD training classes. ’/cuse
note that the following classes are listed by thewr current traimng titie and vou may know
the course by a slightly different title. If further ussistunce is needed, please refer to the
last page of this survey for a more detailed listing.

Rate the OVERALL adequacy of ihe training material presented as it pertains to vour
ability to perform your current job. (DO NOT RATE THE INSTRUCTOR OR .
QUALITY OF PRESENTATION, ONLY THE GENERAIL MATERIAL THAT
WAS PRESENTED AND ITS APPLICABILITY TO YOUR JOB.) Ratc ALL the
courses vou have taken regardless of the mandatory requirements.

Highly . Highly | Have Not

Inadequate  Inadequate Borderline  Adequate Adequate | Attended
|| 1 2 3 4 5 | o
Level 1 Current DOD Training Courses Available
16. Management of Defense Acquisttion Contracts - Basic. . . .. 12345 | 6
17. Central Systems Level Contracting. . ... ... ... ... .. ... 12345 ] 6
18. Operational Level Contracting . ... ... ... .. .. ... . ... 12345 ! 6
19. Construction Contracting Fundamentals . .. ... . . . 1 23451 6
20. Pnnciplesof Contract Pricing. . . .................. . ... 1 234516
21, BaselevelPricing . ... ... 123451 6
22. Defense Cost & Price Analysis/Negotiation. . ... ......... 123451 6
Level 2 Current DOD Training Courses Available
23. Govemment ContractLaw . .......................... 123456
24. Intermediate Pricing. .. . ... ... L 12345 ] 6
25. Management of Defense Acquisition Contracts - Advanced. 1 2 3 4 5 | 6
26. Advanced Contract Administration. . . .. ......... ... ... 12345 ] 6
27. Base Contract Administration. . . .. .. ........ ... ... ... 12345 | 6
28. Advanced Contract Management - Construction . .. ... .. .. 1 2345 | 6 _
29. Overhead: Contract Overhead Management .. ... ... . 12345 | 6 -
30. Cost Accounting Standards Workshop. . ........ ... .. 12345 ] 6 -
31. Defense Contracting for Information Resources. ... ... .. . 1 234516




G i S- i e d

Level 3 Current DOD Training Courscs Available

32. Executive Contracting. . .. ............... ... ......... 12345 | 6
33. Management of Defense Acquisition Contracts - Executive.. 1 2 3 4 5 | 6
34. E:ecutive Contact Administration. . ....... ... ... ... 12345 1] 6
35. Executive Costand Price Analysis. . ...... ... ..... .. ... 1 23 45 | 6
= —
Please answer the following questions about the mandatory training requirements
identified on the previous page. All questions should be based on the following scale.
Strangly Strongly "
Disagree Disagree Neutral Agree Agree
1 2 3 4 5

36. The current training program is intended to familiarize me with )

various aspects of contracting. . ... ... L 123 4 3
37. The current training program 1s veneficial to my ability to pertform

mycurrentjob. .. ... 1 23 45
38. The current training program is specific enough to help me perform

My CWITEntiob. . . ... . ... . ... . ... 1 23 4353
39. Tusually receive training when I needt. . ... ... ... ... . 12345
40. My training needs are better met through alternate training sources . 1 2 3 4 5
41. Cnce | have atiended a training course, | am better able to

performmyjob. ... .. 123 45
42. After I have attend a training course, | am able to apply the matenal

presented. ... ... 1235345

What training class or classes, either mandatory or non-mandatory, have you attended
that you thought were most or least beneficial to you in the performance of your job.
Alsc, indicate why the classes were most or least beneficial.

Most: Least:

Is there anything additional that you would like to add pertaining to the training portion
of t.e certification program or about training in genceral
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Part IVI Needs Analysis

Background: The following 79 units of instruction have been identified by the Defense
Contracting Career Management Board and faculty members of Defense schools as the
basis for mandatory curriculum for DOD contract specialists.

—

For each of the following arezs of instnuction please make two judgments. First rate the
importaace of each training objective as it applies to your overall ability to perform your
job by circling a number frota 1 to 5 (1 = very unimportant; 2 = not important; 3 = s0-s0,
4 = important; 5 = very important.) Second, indicate your current level of proficiency in
each area (1 = no expenence; 2 = not proficient; 3 = somewhat proficient; 4 = rather
proficient; 5 = highly proficient).

s os—
——

Importance Proficiency
Imporance to overall How well | can perform
ability 1o perform job.  or demonstrate this

ability
5

= 2 oz Z

3 Z s £ 52

S 33 % ¢ s 32 s B
Determining the Need & Initiating the Acquisition
Forecasting Requirements 43, 1 2 3 4 5 4. 1 2 3 4 5
Acquisition Planning 45. 1 2 3 4 5 46, 1 2 3 4 5
Purchase Requests 47. 1 2 3 4 5 48, 1V 2 3 4 5
Funding Process 49. 1 2 3 4 5 50. 1 2 3 4 5
Market Research S1. 1 2 3 4 5§ S2. 1 2 3 4 5
Analvzing the Requirement and Determining the Extent of Competition
Specifications 83. 1 2 3 4 5 54. 1 2 3 45
Statements of Work 5. 1 2 3 4 5 56. 2 3 4 5
Services Contracting Issues 57. 1 2 3 4 5 58 1 2 3 4 5
Sources o1 Supply/Services 5. 1 2 3 4 5 60. 1 2 3 4 5
Set-Asides 6. 1 2 3 4 5 62. 1 2 3 4 5
8(a) Procurements 63. 1 2 3 4 5 64. V 2 3 4 5
Competition Requirements 65. 1 2 3 4 5 66. 1 2 353 4 5
Unsolicited Proposal 67. 1 2 3 4 5 68. 1 2 3 4 5
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Source Selection Planning

Lease Vs. Purchase

Pricc Related Factors

Technical Evaluation Factors
Method of Procurement
Procurement/Source Selection Plans

Setting Terms and Conditions for the Solicitaticn

Selection of Contract Type

Letter Contracts

Coniract Financing

Govnt Property & Supply Sources
Need for Bonds

Solicitation Preparation (IFBs/RFPs)
Publicizing Proposed Procurements
Preaw. d Inquiries
Prebid/Preproposal Conferences
Amending Solicifations

Canceling Solicitations (IFBs/RFPs)

Evailvating Bids and l'rop osals
Processing BidS

Bid Acceptance Periods
Late Bids

3id Prices
Respon..iveness
Processing Proposals
Technical Evaluations
Frice Objectives

Cost and Pricing Data
Audits

Cost Analysis

tvaluating Other Terms & Conditions

Competitive Range

Discussing Propesals and Executing Awards/Protests and Fraud

Fact-finding
Negotiation Strategy
Conducting Negotiations
Mistakes in Bids/Proposals
Responsibility
Subcontracting Requirements
Preparing Awards

69. 1 2 3 4 5 70
7M. 1 2 3 4 5 72
3. 1 2 3 4 5 4
75. 1 2 3 4 5 76
77. 1 2 3 4 5 78
79. 1. 2 3 4 5 80.
81. 1 2 3 4 5 82
83. 1 2 3 4 5 84
8. 1 2 3 4 5 8.
87. 1 2 3 4 5 88,
89. 1 2 3 4 5 90,
9%. 1 2 3 4 5 92
93. 1 2 3 4 5 94
95. 1 2 3 4 35 96.
97. 1 2 5 4 5 98.
99. + 2 5 4 5 100.
101. 1 2 3 4 5 102
103. 1 2 3 4 5 104,
W05. 1 2 3 4 5 106.
197. 1 2 3 4 5 108,
109. 1 2 3 4 5 110,
111. 1 2 3 4 5 112
13. 1 2 3 4 5 114,
1s. .1 2 3 4 5 116.
w7 1 2 3 4 5 118
119. 1 2 3 4 5 120.
12 1 2 3 4 5 122,
123 1 2 3 4 5 124,
i25. 1 2 3 4 5 126.
127. 1 2 3 4 5 128
129 1 2 3 4 5 130.
i31. 1 2 3 4 5 132
133. 1 2 3 4 5 134.
135. 1 2 3 4 5 136
137. 1 2 3 4 5 138
3% 1 2 3 4 5 140

[ T
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Awards 141. 1 2 3 4 5 1421 2 3 4 5
Debriefing 143. 1 2 3 4 5 144.1 2 3 4 5
Protests 145. 1 2 3 4 5 146.1 2 3 4 5 )
Fraud and Exclusion 147. 1 2 3 4 5 148.1 2 3 4 5
Initiating Work Under the Contract and Quality Assurance

Contract Administration Planning 149. 1 2 3 4 5 1801 2 3 4 5
Post-Award Orientations 1s1, 1 2 3 4 5 1582.1 2 3 4 5
Ordering Against Contracts 153, 1 2 3 4 5 1541 2 3 4 5
Consent to Subcontract 15. 1 2 3 4 5 156.1 2 3 4 5
Monitoring, Inspection & Acceptance 157. 1 2 3 4 5 15881 2 3 4 5
Delays 159. 1 2 3 4 5 1601 2 3 4 5
Stop Work 161, 1 2 3 4 5 162.1 2 3 4 5
Remedies 163. 1 2 3 4 5 164.1 2 3 4 5
Property 165. 1 2 3 4 5 166,1 2 3 4 5
Reporting Performance Problems 167. 1 2 3 4 5 168.1 2 3 1 3
Payments and Accounting

Limitation of Costs 169. 1 2 3 4 5 170.1 2 3 4 5
Invoices 17. 1 2 3 4 5 172.1 2 3 4 5§
Unaliowabie Cosis i73. 07 2 3 4 5 1741 2 3 4 5
Assignment of Claims 176, 1 2 3 4 5 176.1 2 3 4 5
Collecting Contractor Debts 177. 1 2 3 4 5 178.1 2 3 4 5
Progress/Advance Payments 179. 1 2 3 4 5 180.1 2 5 4 5
Price and Fee Adjustments 181. 1 2 3 4 5 1821 2 3 4 5
Accounting and Estimating Systems 183, 1 2 3 4 5 184.1 2 3 4 5
Cost Accounting Standards 185. 1 2 3 4 5 18.1 2 3 4 5
Defective Pricing 187. 1 2 3 4 5 1881 2 3 4 5§
Miscellaneouns

Contract Close-outs 189. 1 2 3 4 5 190.1 2 3 4 5
Contract Modifications/Options 191, 1 2 3 4 5 192.1 2 3 4 5
Terminations 193 1 2 3 4 5 194.1 2 3 4 5
Bonds 195. 1 2 3 4 5 196.1 2 3 4 5
Claims 197. 1 2 3 4 5 198.1 2 3 4 5
Ethi-s/Standards of Conduct 199. 1 2 3 4 5 2001 2 3 4 5

What additional areas of instruction do you think need to be added or deleted?

Added: Delete:




Contracting Training Course Requiremests Rt

. The following list summarizes the mandatory course requirements in the contracting career field by level as

outlined in DoD 5000.52M, Career Developmenit Program for Acguisition Personnel. Each training

requirement is listed by its primary title as assigned by the Defense Acquisition Usiversity with equivalent a0
- DOD course offerings listed directly below. This list 1s not intended to be all inclusive. Training

requirements may also be met through an equivalent college program or equivalency examination.

l Le el 1 - Mandatory. Complete. iwo basic courses in contracting. One course in contracting
!L)_rinciples and one in contract pricing principlas.

Ceoatracting Fundamentals
Management of Defense Acquisition Contracts-Basic (8D-4320)
Central Systems Level Coniracting (G30BR6531-010)
Operationa! Level Contracting
Construction Contracting Furdamentals (CTC-142)
Contracs Pricing
Principles of Contract Pricing (({MT-170)
Base Level Pricing (G30ZR6534-009)
Defense Cost & Price Analysis/Negotiation-#iN

Level 2 - Mandztory. Complete three intermediate course. (ne course in contract law, one course in |
snterm-diate contract pricing principles and c¢ne intermediate course in your primary assignment,

Government Contract Law
Government Contract Law (PPM 302)
Government Contract Law-Construction (CTC-302)
Government Contract Law (G30ZR6534-007)
Intermediate Contract Pricing (Mandatory 1 Oct 94)
Intermediate Pricing { QMT-340)
Iniermediate Contracting Course by Primary Assignment
Management of Detense Acquisition Contracts-Advanced (8D-F12)
Contract Administration-Advanced (PPM 304)
Base Contract Administration (G3ZAR65170-002)
Advanced Contract Management-Construction (CTC-542)
Contract Overhead Management {(PPM-355)
Cost Accounting Standards Workshop (ALMC-CF) B
Defense Contracting for Information Resources

Level 3 - Mandatory. Complete two executive leve] courses. One course in executive contracting and
one cxecutive course in your primary assignment.

Executive Contracting
Defense Acquisition Contracting Executive Seminar-ER
Executive Contraciing Course by Primary Assignment
Management of Defense Acquisition Contracts-Executive (ALMC-BS5)
Contract Administration-Executive (PPM-057) )
Executive Cost and Price Anaiysis (QMT-540)




Appendix B: Matrix of Survey Questions Related to Investigative Questions

Table B-1. Matrix of Survey Questions

Investigative Quesion Survey Question
] 11-15,36-42,0E1-4
2 11-1536-42,0E1-4
3 16-35,0E1-4
4 43 -200
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Appendix C: Survey Question Siatistics

Overall Population and Sample Statistics

Table C-1. Overall Statistics

Population ' ' Sample
Numberof ~ Dopulation = Number of Sample
i ___  Personmel ~ Percentage  Personnel . Percentage
Officer ’ 826 . 1181% 67 2094%
Eniisted 1330 191s% 77 2406%
Civilien 4828  6904% 176 55.00%
Totai | 76993 T 10000% 320 100.00%

|
: Civilian

| .
! i

|
| T l | l
| O | | |
i T T J: ) I 1
; 0 10900 2000 3000 4600 3000
|
' Number Of Contracting Personnel :
! ;
Figure C-1. Population Statistics T
1

Civilian

!
Enlisted 1
|
T |
omer (LI |
| N I |
0 50 100 150 200
Number of Survey Respondents !

Figure C-2. Sampie Statistics
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Survey Questions 1, 2, and 3: Current Rank or Grade

____Table C-2. Current Rank or Grade )
P'Oﬁiccr ©0-1 02 ' 03 64 05 06
19 e 20w 1Ty .
Enlisted E-1t0E-3 E4  ES5 . E6 | E7 | E8  E9
6 | 29 . 18 | 14 : 8 .+ 2 . 0
WCivilian | GS-5/GS-7, GS-9 | GS-11 ' GS-12 . GS/GS-13 | GS/GS-14 GS/GM-15
V26 0 35 . 30 47 - 21 8 53

B B B Y s R

0 5 10 15 20
Number of Respondents

B -Figd-ré C-3. Number of Ofﬁcers~by Rank

| E-9
: E-8 _"__'I , _
£-7 : ]
| E-6 1 — na .
E E-5 F ] T — 1 |
E-4 | 1 ]
| l; E-1to E-3 ___‘:_‘_:J | |
| ‘ 0 5 10 15 20 25 30

Number of Respondents

Figﬁ;'é C-4. Number of Enlisted by Rank
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. Survey Questions 1, 2, and 3: Current Rank or Grade (Continued)

GS/IGM-15
i GS/GS-14 W
GS/GS-13
, GS-12
| GS-11
| GS-9
| GS-5/GS-7

0 10 20 30 49 50.
Number of Respondents

Figure C-5. Number of Civilians by Grade




Survev Question 4: Education

Table C-3. Education Levels by Number ¢f Respondents

H.S. HS. + Associates Bachelors Masters Masters+ Ph.D.
Officr 0 0 0 27 28 1 0
Enlisted 3 12 20 12 1 0 0
Civilian 6 35 13 74 37 11 0
Total 9 77 33 113 66 22 0
Table C-4. Education Levels by Percentage of Respondents
H.S. ° HS.+ 'Associates Bachelors Masters Masters + Ph.D.
Officer 0.00% 0.00% ' 0.00% 8.44%  8.75% 3.44% 0.00%
Enlisted - 0.94% 13.13% = 6.25% 3.75% 0.31% 0.00% O.OOQL
Civilian 1.88%  10.94% 4.06% 2313%  11.56% 3 44% 0.00%
Total D 2.81% 24.06% 10.31% 3531% 20.63% 6.88%% 0.00%
B Officer 1 Enlisted @Civﬂiaﬂ |
|
Ph.D. !
E
Masters + 1
Masters [P '
‘ !
Bachelors | }
Associates
0 10 20 30 40 50 60 70 30
Number of Respondents

Figure C-6. Education Levels of Respondents
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Survey Question 5: Contracting Experience

Table C-5. Contracting Experience by Number of Respondents

<1¥r  12Yrs_ 34Yrs 510Yrs 11-15Yrs 1620 Yrs > 20 Yrs

Officer 16 17 3 2 3y 2
Enlisted 3 12 24 2% 10 2 0
Clwllan ) 15 —, __10 T 70 34 ' __21 ' 21
Total T T 41 37 7118 47 27 23

Table C-6. Contracting Experience by Percentage of Respondents

<1Yr —2Yrs ' 3-4Yrs 510Y_'rs 11- 15Yrs 16-20 Yrs >20Yrs

Officer  500%  531%  094% _ 688% - 094%  125%  063%

Enlisted  094%  3.75% . 750% . 813% _ 313%  063%  000%
Civilian  063%  563%  3.13% _ 21.88% 1063%  656%  6.56%
Total 656%  1469%  1156%  3688%  1460%  R440, 7|09,

4

| & Officer (1 Enlisted & Civilian :

>20Yrs |

1620 Yrs [}

T
|
|

|
|

i {115 Yrs ‘
f

; 510 Yrs [,

3-4Yrs

1-2 Yrs

<1Yr [
/70

S
1

30 40 50

Number of Respondents

Figure C-7: Contracting Experience Levels of Repondents




Survey Question 6: Supervisory Experience

Table C-7. Supervisory Experience by Number of Respondents

~ Nome = <1 Yr 12Yrs  3-4Yrs  510Yrs 11-15Yrs > 15Yrs
Oﬂicer 179”’_“ 54_ . 11 L __‘12__*_ L »_1" o __0 . z
Enllstfd _ 4’5__ _ 6 ) 9 ) ,_.3 _‘11 B 73 0
Civilian 93 13 15 16 23 7 9
Total 157 = 24 35 31 46 16 11
Table C-8. Supervisory Experience by Percentjge of Respondents
None <1Yr ! 1-2Yrs 3-4Yrs  510Yrs 11-15Yrs > 15 Yrs |
Officer  594%  156%  3.44%  3.75%  375%  188%  0.63%
Enlisted  1406%  1.88%  281%  094%  3.44%  094%  0.00%
Civilian__ 29.06%  406%  469%  500%  719%  219%  2.81%
Total 49.06%, 7.50%, 10 04“ Q h0° 14 ?8° S000, 3449,
{
Officer O Enlisted B Civilian |
T
. R | | |
>13 s } i :
| | |
i | '
i 1
| ; :
| | |
| | | -
! I f :
1 | é
i !
|
| | | ! :
-4 | .
’ [
<1Yr
|
None
0 20 40 60 80 100 |
Number of Respondents

Figure C-8. Supervisory Experience Levels of Respondents




Survey Question 7: Executive/Management Experience

. Table C-9. Executive/l\/lam}ggment Experience by Number of Respondents
No Experience °  Some Experience
. Officer 4 19
Enlisted 74 3
Civilian 162 4
Total 284 36

Table C-10. Executive/Management Experience by Percentage of Respondents

. No Experience ' Some Experience
Officer ~  1500%  504%
Enlisted  2313% 0.94%
Civilian_~  5063% _ ~ 438%
Total 88.75% 11.25%
, ]

! —

| @ Officer O Enlisted 8 Civilian

| ;
IR
| |

Some Experience

I
i

\\é

N
N
NN

i
T

No Experience

|

0 50 100 150 200 i
. Number of Respondents |

Figure C-9. Executive/Management Experience of Respondents




Survey Question 8: Present Job Title

Table C-11. Job Titles by Number of Respondents
 Negotiator _Specialist Administrator Analyst Cost/Price  CO  Other

Officer 7 4 7 0o o 9 30| .
Enlised 1 3 17 " "o "o 1z %

Civilian 16 68 23 14 15 31 9

Total 24 121 47 14 15 s2 a1

Table C-12. Job Titles by Percentage of Respondents
' Negotiator - Specialist Administrator Analyst Cost/Price.  CO  Other

Officer  2.19%  438% 2.19% 0.00%  0.00%  2.81% 9.38%
Enlisted  031%  1219% ©  531%  000%  0.00% _ 375% 2.50%
Civilian__ 5.00% _ 2125%  719%  438%  4.69%  969% 2381%
Total TTS0%  3781%  1469% 438%  460% 16159, 14400,

{ Officer (J Enlisted B Civilian i

Q

N
N
N
N
N

Cost/Price

Analyst |

|
|
|
i

! -

Administrator |

Specialist o

Negotiator i )

|
L

0 10 20 30 40 50 60 70

Nuinber of Respondents

Figure C-10. Job Titles of Respondents




Survey Question 9: Contracting Certification

. Table C-13. Certification Levels by Number of Respondents
i Leveta - Levell Level II Level IIT

. Officer 21 13 2 1
Eniisted 20 24 ¥ 0
Civilian 33 is 97
Total 83 55 143 - 39

Table C-14. Certification Levels by Percentage of Respondents

TLevel0 = Levell - Levelll - Leveill
Officer  656% = 4.00% 6.88%  3.44%
Enlisied 906% = 71.30% 7.50% 9.00%
Civilian 10.31% 563%  30.31% 8.75%
ITotai 25.94% 17.19%  1169% 12.19%

.2 Oficer O £nlisteC B Civilian |

| |

Level 111

Level I |

Level 1

Level 0

100

L_ Number of Respondents
. _ - _J
rigura C-11. Certificatior Level of Respondents




Survey Question 10: Type of Contracting Function Assigned To

Table C-15. Contracting Function by Mumber of Respoudents '
~ Systems Operational _S_J[)qciali_zed.__Hea__d_quar!eri " CAO Training Other
Ofticer 10 28 ______7 N T - 3 3 .
Enlisted 0 6 .3 o 2 8z
Civilian 30 79 21 12 13 13
Total 40 169 37 20 211 20

Table C-16. Contracting Function by Percentage of Respondents
______ Systems : Operational ' Specialized Headquarters CAO_Training Other
Officer  313%  875% - 2.19% 250%  1.88% 094% 1.56%

Entisted  000%  1938%  094% _ 000% __ 063% 250% 063%
Civilian| 938%  2469% _  844%  375%  406% 063% 406%
Total 12.500 52 81% 11 56% 6.25%, G.8R%  1068% 6230,

| B2 Officer T Enlisted & Civilian |

i | 1
Other | | i
|
| i
Training ‘ l

Headquarters | —

.
o

Specialized [,

Operational

Systems " n

0 10 20 30 40 50 60 70 30

4

Number of Respondents

Figure C-12. Coriracting Functior: Type of Respondents




Survey Quesiion 11: Sufticiency of Certification Pingram Requirements

Table C-17. Sufficiency of Program Requirements by Number of Respondents

g= . S & =

__ StonglyDisugree Disagree Nowwal  Agree  Strongly Agree
Leveld s ooy s
Level I 4 2 30 67 14
Levlll -~ 2 16 3 1S 5
A | R A - 1

Table C-18. Sufficiency of Program Requirements by Fercentage or Respondents

. _ Swongly Disagree Disagree Neutral  Agree  Strongly Agree
Level I O LSS% 0 531%  750% 24.38% 4.38%

Levl I 125%  875% _ 93%% _ 2004%  438%
Levelll = 063%  ~ 500%  094%  460%  094%
Totaj 3.4 1906%  1781% 5000 0.600
{%Lewsl! [1Level 11 @ Level 111 ;
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Figure C-13. Sufficiency of Program Requirements by Certiftcation Levels




Survey Question 12: Sufficiency of Experience Requirement

Table C-19. Sufficiency of Experience Requirement by Number of Respondents

_ Sirongly Disagree Disagree  Neutral Agree ~ Strongly Agree

Levlll 6 40 - 24 ST 13
Level I 7 20 4 7 1

Table C-20. Sufficiency of Experience Requirement by Percentage of Respondents
! Strongly Disagree ' Disagree | Neutral  Agree - Strongly Agree

Levell ~  1.88% ' 8.75% © 1031%  19.38% 2.81%
Level I . 2.81% 1250% . 7.50%  17.81%  4.06%
Level Il 2.19% . 625%  125%  21%  031%
Total  688%  2750%  19.06%  3938%  710%
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Figure C-14. Sufficiency of Experience Requirements by Certification Levels
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Survey Question 13: Sufficiency of Training Requirement

Table C-21. Sufficiency of Training Requirement by Number of Respondents

. Strongly Disagree  Disagree ~ Neutral — Agree  Strongly Agree

Levlll 3 T a0 T TR T 43
Level m 1 . T —10 - __A5_- B “ oy
?otul 9 61 T 67‘ R “'_1'6_1-"----.- ———--—-.22. e e

Table C-22. Sufficiency of Training Requirement by Percentage of Respondents

. Strongly Disagree - Disagree © Neutral Agrge:_______-_S__tl_-o!lgly Agree

Level I 1.56% 688%  10.63%  21.25% 2.81%
Level I ~ 0.94%  006% | 875%  21.88%  406%
Levl Il  031% - 313%  156%  719%  000%
Total 2810 1906%  2093%  SO3I%, 58,
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Figure C-15. Sufficiency of Training Requirements by Ceriification Levels
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Survey Question 14: Sufficiency of Education Requirement

Table C-23. Sufficiency of Education Requirement by Number of Respondents

; Strongly Disagree Disagree Neutral = Agree  Strongly Agree

Level I 9 20 263 14 .
Leell 7 26 26 63 19
Level I 4 722 1
Total 20 S3 60153 34

Table C-24. Sufficiency of Education Requirement by Percentage of Respondents

___ Strongly Disagree " Disagree Neutral _ Agree  Strongly Agree |

Level ] 2.81% 625%  10.00%  19.69% 4.38%
Level I 219% 813%  813%  2031%  594%
Levl I 1.25% 219%  063%  7.81% 0.31%
Total 6250 1656 I8T7S%  47SI% 6,
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Figure ('-16. Sufficiency of Education Requirements by Certification 1evels
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Survey Question 15: Most Important Certification Requirement

Table C-25. Most Important Requirement by Number of Respondents

. Experience  Education  Training
) Levll 60 6 9 |

Level I __,__M,__,-._S,l___ o ‘4_3~___~. _ >;15_

Level Il 28 8 3

Total 178 107 27

Table C-26. Most Important Requirement by Percentage of Respondents

' Experience ~ Education __ Training _
Level I . 2204% | 17.89%  288%
Level IT - 2s. sgo/g ,_;“;13:7_4%____ L 47%%
Level Il _895%  256%  0.96%
Total 56 87% 34100, 8630, |
~ o
! Level I (1 Level I1 B Level Iﬁj 5
s a |
E i |
| |
Training o] ! ;
V. |
| I | | |
i 4. i | i i
, I !
E ! | ;
. Education : l
i W | : :
! 77 ///I///'////g/// 4% l i ;
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- |
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Figure C-17. Mast Important Certification i{equirement by Certification Lovels
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Survey Question 36: Training Program is Intended to Familiarize

Table C-31. Training Program Familiarization by Number of Respondents

! Strongly Disagree ' Disagree = Neutral . Agree _ Strongly Agree
Level 1 : 2 o > S ll__ L 9] 3()_

Leell 1 3 14 93 29
Levetlll 1 0 31 6
Total ! 4 s 26 215 e

Table C-32. Training Program Familiarization by Percentage of Respondents
e e e —

| Strongly Disagree | Disagree = Neutral : Agree  Strongly Agree
Levell 1.63% | 0.63% ' 349% ! 2889% °  9.52%
Levelll | 032% | 095% _ 444% | 2952% . 921%
Level Il - 0.32% - 0.00% : 032% - 9.84% 1.90%
Total 1.27% T 15%%  825% ' 6825% '""26_6’3%_:;]

[ Level I OLevel Il @ Level 111

Strongly Agree
Agree e ]
Neutral
Disagree
[ |
| ! '
: ! |
Strongly Disagree | ! i
| | s
0 20 40 60 80 160

Number of Respendents

“Figure C-18. Training Familiarization by Certification Levels




Survey Question 37: Training Program is Beneficial to Ability te Perform Job

Table C-33. Program Beneficial to Performance by Number of Respondents

| Strongly Disagree Disagree Neutral  Agree Strongly Agree

Levell 0 g 21 o8 27
Levlld %V 7 3 7 %
Leelld 1 2 6 a6
Total 217 sT 182 s9

Table C-34. Program Beneficial to Performance by Percentage of Respondents

_Strongly Disagree Disagree - Neutral = Agree ~ Strongly Agrec

Levl I 0.00% 252%  6.62%  2587%  852%
Level I 0.32% T 221% . 946%  2397%  820%
Level Il :©  032%  063%  18%  757% 1.89%
Total 0.63% 5.36%  1798%  5741%  1861%

|
! I Level I O Level II & Levei 111 l

| ]
|  Strongly Agree | | l '
|

| |

; Agree | N j |

] ; i l

' ) ! | | i_

Neutral | ] ! | ;

077 | |

|

i

| Disagree | ! | ! !

Strengly Disagree %

0 20 40 60 30 100

Number of Respondents

Figure C-19. Program is Beneficial to Performance by Certification Levels




Survey Question 38: Training Program is Specific Enough

Table C-35. Training Program is Specific Enolxgh by Number ¢f Respondents

_! Strongly Disagree Disugrce Neutral = Agree Strongly Agree

Levell 2 2 41 61 12
Levl 3 ~ ~ 27~ 33 6 114
Leetllm 1 77 "2 3
Total ‘ 6 56 82 144 29

Table C-36. Training Program is Specific Enough by Percentage of Respondents

| Strongly Disagree ~ Disagree ' Neutral  Agree  Strongly Agree

Levell 0.63%  694%  1293% 1924%  3.79%
LevlD ~ 095% _  852%  1041% 1937 . _ 442%
Levelll - 032%  : 221% - 252%  631%  095%
Total 1.89% 1767%  2587%  45.43% 9.15%

: —

[@ Level i OO Level II 8 Level 111 |
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4 ; l '

Agree |
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NI

Disagree | I
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—
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Figure C-20. Training is Specific Enough by Certification Levels




Survey Question 39: Receipt of Training When Needed

Table C-37. Receipt of Training by Number of Respondents

o | Strongly Disagree Disagree Neutral  Agree  Strongiv Agree
. Level I N o 29 38 . '29_ _ 34 o R
Level I » 38 2 3 %
Level I 1 8 2 22 ) ______6_ o
Total : 59 84 52 99 23
Table C-38. Receipt of Training by Percentage of Respondents
_ _Strongly Disagree - Disagree = Neutral ~_Agree  Strongly Agrec |
Levell 915% _  11.99% - 915%  1073% 252%
Level U 2.15% 1199% . 6.62% ° 1356% 2.84%
Level I - 032% ~ 252%  063%  694% 189
Total 18.61% 26.50% 16.40%  31.23% 7.26%%
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Figure C-21. Receipt of Training by Certification Levels




Survey Question 40: Training Needs Met Through Alternate Training Sources

Table C-39. Alternate Training Sources by Number of Respondents

Strongly Disagree Disagree  Neutral Agree Strongiy Agree
Levell 6 3T 619 _ 5 *
Levl . 9 37 s 2% 10
Level Il mi -_ 2 - 20 - «_12 ) 5 U
Total 17 o4 120 59 13 ',

Table C-40. Alternate Training Sources by Percentage of Respondents
_ Agree  Strongzly Agree

__. Strongly Disagree  Disagree  Neutral

Level ] 192%  11.82%  19.49%  9.27% 1.60%
Level I 288%  1182% 17.89%  7.99% 3.19%
Level I 0.64% 6.39% 383  160% 0.00%
Total S 43% 3003%  4121%  IRRS, 4790,
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Figure C-22. Alternate Training Sources by Certitication Levels




Survey Question 41: Better Able to Perform Job After Training

Table C-41. Ability After Training by Number of Respondents

_ .- Strongly Disagree  Disagree  Neutral Agree Strongly Agree

Levell 0 6 26 80 26
TevelHI 3 7 " og g 21
Level I R T =~
Total 3 1 61 183 5o

Table C-42. Ability After Training by Percentage of Respondents

'_Strongly Disagree ' Disagree ' Neutral - Agree  Strongly Agree

Levell ~  000% ' 18%  820% - 2524%  820%

Level i 0.9%  221%  883% . 2555% 662%
Level Il  0.00% T032% | 410%  694%  095%
Total = 0S5% - 442%  21.14%  57.73%  15.77%
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Figure C-23. Ability io Perform After Training by C ertification Levels




Survey Question 42: Ability to Apply Material After Training

Table C-43. Ability to Apply Material by Number of Respondents

Levell o & 3 74 25
Lelll 1 9 2 8 20
Level I 0 I -
Total 1 20 " 74 175 47

__- Strongly Disagree  Disagree ;. Neutral  Agree  Strongly Agree

Table C-44. Ability to Apply Material by Perczntage of Respondents

' Strongly Disagree * Iiisagree = Neutra!  Agree  Strongly Agree

Levell - 000% | 252%  978%  2334%  18%
Levelll 032%  : 284%  915%  2555% 631%
Level I | 000%  095%  442%  631%  063%

Total 032%  631%  2334%  S5521%  1483%
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T

) .
| |
|

-

Strongly Agree

KRR
Agree

Neutral ‘

Disagree | |

+

Strongly Disagree |

40

60

Number of Respondents

Figure C-24. Ability to Apply Material by Certification Levels



Appendix D: Competencies - Survey Questions 43 - 200 ‘

This appendix reports the following:

1. An overall ranking ot the 79 units of instruction (competencics) by entire
sampie¢ population and by certification level.

2. A graphical representation of importance and proficiency by entire sample
population and within each certification level.

3. A comparison of the most and least important unit ol instruction by sample

population and within each certification level.

4. A comparison of rank order correlations by sample population and by

certification level.
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Table D-5. Comparison of Importance of Units of Instruction - Overall and Within Levels
.3 2 ! E] 13
. < E < E
g § = |2 5§ =
= b g || = b 5 .
S 2 3 |s 2 5
&« . S-S - e o«
Overall M ever
1 _Contract Modificanons/Options ' 191" §_8._5\f 1 'Contract Modlﬁcatxons/Opnons ) :_l9l_ 87.59
2_ ‘Competition Requirements ~~ * 65 87.82 2 Compemlon Requirements ~ 65 8630
3 Statementsof Work 55 87.50| 3 Specificahons 53 8026
4 Ethics/Standards of Conduct el 85.67 ‘4 Solicitation Pr_eBaLat.on (IFBs/RFPs) 89 8549
5 :Conductng Negotiations 1131 85.29) 5 ;Statements of Work 55 84385
6 'Solicitation Preparation (IFBs/RFPs) 89 : 84.79)i 6 -Preparing Awards 139 8402
7 Specifications 53 8456|| 7 Responsiveness 109 8307
8 ‘Responsiveness ‘ 1109 83.06]| 8 Conducting Negotiations 131 8231
| 9 -Negonation Strategy 1’9 82 84 9 Awards_ o 141 8154
10 Method of Procurement 75 82 58{ 10 Fthics/Swandards of Conduct fha Q] jo
11 Prepanng Awards 139 82290111 Techmeal Evaluauons 113 8077
12 Selection of Contract Tyvpe 79 81 55412 Contract Admimstration Planming 149 80 76
13 Processing Proposals 111 81.44)1 13 Amending Solicnatons ] 97 7939
14 :Responsibility L l35 80.72| 14 Processing Proposals _ Sl 7923 5
15 Awards B |_4l_80_€_)§ 15 Responsibaliy 135 7923
16 Teddinical Cvaluations 113, 86.46y 16 Publcizing Proposed Mocuremcnts | 01 78.62
17 Amending Sclictations . 97 79 54}/ 17 Purchase Requests _ 47 7803
18 PnceObjectives 115 79.48[18 .Pnce Related Factors 71 7803
19 Cost and Pncing Data 117 79 15[ 19 Bid Acceptance Penods 103 7709
20 Publicizing Proposed Procurements 91 78.581 200 Processing Bids 1o 7700
21 Compentive Range 125 77 77(1 21 Negouaton Strategy 120 77 9
22 Acquisiion Planming 45 77.34)1 22 Mistakes in Bids/Proposals 133 7709
23 Pnce Related Factors ~ 7t 77 1891 23 Method of Procurement ST78 7727
24 Fact-finding 127 77.05)i 24 Bid Prices 07 7692
25 Contract Adrinistration Planmng (149 7705125 Monuoring, Inspecnon & Acceptance 157 70 o
26 Evaluating Other Terms & Condinons 12376 471 26 ‘Selection of Contract Type S 79 7887
27 Mistakes in Bids/Proposals 133 76 15827 _bouru.s ot bupply:Services R ARARUY
28 Cost Analysis 121 7590| 28 Reporting Performance Problems 167 T4 ol
29 Protests N ) o (145 7573129 Evaluaung Other Terms & Condinons 123 74 ol
30 Temmnanons i L 193 74.76| 30 Competiive Range 125 740l
3l _Processing | Blds ______> lOl_ 74601t 31 Prebid/Preproposal Conferences 95 74.05
32 Technical Evaluation Factors 1737 745932 Protests 145 7384
33 lfu_ngimg Process _______'19_ 7434433 lnvonces T T304
34 Bid Prices _ 107 7427} 34 Funding Process 49 7348
35 Bid Acceptance Periods o ' 103 73.62}1 35 Cost and Pricing Data 117 7308
56 Purchase Requests ] ; 47 73.07f 36 .Fact-finding o Si27 7231
37 Prebid/Preproposal C onferences S 95 7305537 Pnce Objectives RERRAR]
38 Unallowable Costs 173 7270 38 Contract Close-outs 180 720
39 Reporting Performance Problems 167 7255139 Clams 197 7200
40 Momttonng, Inspection & Acceptance 157 72.45 40 Termunations 193 7200 :
41 Sources of Supply/Serviges 59 ' 72.44) 41 Acquisition Planning 45 7178
42 Procurement’Source Selection Plans 77 71 84| 42 Technical Evaluation Factors 73 7121 .
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Table D-5. Comparison of Importance of Units of Instruction - QOverall and Within Levels (Continued)

43 Services Conttacting Issues ~ $7  71.47{143 Late Bids 10s 7077
44 Contract Closeouts 189 71.38[144 Serwices Contracting Issues ST 7040
45 Claims 197 76 72 4_<_Cancel|m__, Sohcitations (IFBs/RFPs) 99 70.00
46 lnvmces ) 171 70.39{/ 46 Unallowable Costs 173 6977
47 Post—Award Onentations CISL 69741 47 _Plos;n_ss/AdvmcL Payments 179 6477
48 Ordennb Against Contracts 153 69.51(| 48 Preaward Inquines 93 6946
49 Audits 119 6928[49 Cost Analysis 121 69 23

S0 Preaward [loquines 93 69.15] 50 Procurement/Source Selection Plans 77 68 69
51 Proyess/Ad\.mx,e Paymuus _ 179 68.43[51 Post-Award Onentanons 151 0322
52 laweBds 105 o84 08 52 De!a)s 189 0770
53:Delays ~ 159 6797||53 Fraud and Exclusion 147 6T
54 Subcontracnm_., Requnrements 137 6765 54 Ordenng, A5amst C omracts 153 0709
55 StopWork 161 66.34]| 55 Stop Work 1ol 6693

56 DefecnvePricing 187 65.34) 56 Pnce and Fee Aajustmﬁfntc 181 obob
57 _Fraud and Exclusmn 147 6492 57_Bonds ) 7 (195 6589
5_8 Pnce nnd Fee '\djusrments ) 181 64.80]| 58 Set-Asides _ 61 651s

59 (‘ancehnh ‘Solicitations (IFBs/REPs) 199 64 14 59 Subcontracting Requiremeits 137 6308

60 Remedies fod 6340] 60 Detectne Prcing IRT 02 sy
61 Debneting 143 62 62| 61 Need tor Bonds 87 0231

62 Lumtation of Costs C1e9 6L S1{E62 Audus CHO ol 5y
63 Set-Asidss 61 605763 Remedies o 163 6154
64 Contract Fmancmg, 81 5825|164 lenanon of Costs 169 6124
65 Accounting and Estimating Systems 18 57T ﬁsdnmmp Financing ) Te1 a107
“‘&B-st_Accounnng Standards ) ) 185j 57381 66 ‘Assignment of Claims 175 5938
67 Assignment of Claims 175 5676) 67 Debnefing 143 5692
68 Gownt Properiy & Supply Sources 85 55991 68 Accounting and Estmating Systems 183 5581

69 3(a) Procurements 63 3181169 &) Procurements 03 33
70 Property 165 5457/ 70 Market Rescarch 51 5370
71 Bonds ) 195 54288 71 Cost Accounting Standards RERILERE

72 Consent to Subcontract 155 52.46(172 Gownt Property & Supply Sources &8s S3 3

73 Forecasting Requirzments 43 5160} 73 Property 165 8307
74 Need for Bonds 87 50981 74 Consent to Subcontract 185 82350
75 Market Research 51 496875 Forecasting Requirements 43 8227
76 Collecting Contracion Devts (177 477076 Coilecuny Contractor Debis 177 110
77 Letter Contracts 81 4013077 Lease Vs. Purchase o9 3788

78 Unsolicited Proposal 67 3910078 Unsohaited Proposal 67 3712

79 Lease v's Purchase o9 389179 Letter Contracts 31 312y
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Tabie D-5. Comparison of Importance of Urits of Instruction - Overall and Within Levels (Continued

(N4 X
| = £ : Z
g 5 =& §
< A - g
S 3 5 I8 3
& @@ = - Y | I —— e
Level 11 T Levet 1 |
1 Contract Modlﬁcauons/Opnms 191 89.78] 1 Acqalsmon Planning 45
2 SuatemensofWork 55_ 87 86 2 _Method of Procurement 7S
_ 1_(‘ ompetiiion Requlremgnts 65 87 14 3 EthlgS/Standards of Conduct 199
4 Conducting Negotations 131 86.86 86| 4 - " Statements of Work 55
| 5 Ethics/Standards of Conduct l9° 9. 86.56) 5 Competition Requnrements 05
6 Negotiation Strategy 129 85.19]| 6 'Selection of Contract Type i 79
7 Selection of Contract Type 79 83 33| 7_Negotiation Strategy 129
8 Method of Procurement . . 75 83 33| 8 8 Procurement/Source Sele_cqon Plans s
% Responsiveness 109 8_3 22 __LS_oI@_tgtpn Preparation ([FBS/RFPS\ 89
10 Price Objectives 115 83.22 10 Price Objectives s
11 Speciticanons . 53 8255011 Protests {43
12 Solicitation Preparanon (IFBs/REFPs) 89 82.60( 12 Conducting Negotianons 3
13 Cost and Pricing Data 117 8249113 Senvices Contracting Issues hird
14 Processing Proposals _ 111 81.76), 14 Processing Proposals 111,
15 Respousibitlity 135 80 30 15 CostandPricingData 117
16 Preparing Awards !39 796116 Cost Analysts L I_’I
_l?_Tgc_}lnch!Evial!aflgns 13 7957 17 Fact-ﬁndmg:, S 127 3
13 Amending Solicitatons 97 78.84 IS_Re_:gpons@lLly o 135
19 Cost Analyss l"l 78 84| 19 - Awards 141
20 Competmve Ram__,e N . ) l”i 78.84 ’.l)jDebneﬁng 143
2] Fact-finding I77 78 68l 21 Contract Modifications:Ophons IR
22 Awards i l4_l' 7794 22 Speaiticanens 53
23 PLbllClZlnb Prouosed Procuremems S0 77 38 23 Technical Evaluaton Factors 73
.‘7’.4_M|stakearm Bqu/Propqsals 133 7738 24 Competitive Range 125
2§ Unallowable Costs (173 77200 25 Prepanng Awards IRD
26 Acquisition Planning N 45 76 8211 26 Evaluating Other Terms & Condinons 123
29 Tr\rmm;mnnc 19 76 65127 Funrhnu Procece 49
28 Pnce Related Factors T 7l ?7(;-26 28 Publlcw_.n5 Proposed Procurements 9
29 Evaluaﬂng Other Terms & Condinons 123 7592 29 “Amending Solicitations 97
M Centract Administration Planming I49 75711 30 Responsiveness 1Y
}l Audlts o ] ___' |19 75 00 31 _Technical Evalu:mo'ls ) LLE:
32_Technical Evaluation Factors _ _ 73 : 7482 32 ‘Repornng Performance Problems __ 167
33 Bigu Prices 10_7 73.73|) 33 :Price Related Factors R
MiPotests ,Btﬁﬁ‘4ﬁwwy@___hh__ 193
35 ProcessingBids  '101j73.40§§ 35 Sources of Supply/Services - 5¢
36 'Funding Process o v 4_9_ 72.86)1 36 ‘Preaward Inquiries B 1:_ 93
37 Prebid/Preproposal Conferences C95 1227 37 'Bid Acceptance Penods 103
A8 Invoices 171 70 32| 3% Audits 1y
39 Ordenn; Aganst Contracts 183 7060 3y Claims 197
40 Post-Award Ortentations 151 70 59| 40 Subcontracting Requirements 137
41 Moratonng, Inspection & Acceptance 157 70 58[{ 41 Ordening Agamt Contracts 153
42 Contrac. Close-outs 189 70 S8l 42 Purchase Requests 47

iPercent Important

9750

9750
97 44
95.00

S 9500

95.00
9211
90.00
. 90.00
90 00
U
39 74
R7 30
87 50
8750
87.50
8718
8718
878
8718
87 18
8500
85 00
24 62
84 62
R4 0l
8250
82 SC
82 50
82.50

8250

82.05
77 50

7693

75.00

L7500

7500
7500
74 39

) 74 16

74 30
72 50
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Table D-5.

Comparison of Importance of Units of Instruction - Overall and Within Levels (Continued)

43 Subcontracting Requirements (137 700843 Set-Asides ol 72 50]
44 Procurement/Source Selectign Plans 77 69 57| 44 Prebid/Preproposal Conferences 98 7250
45 @g_zﬁg@}ance Pqugl_s_ o 103 69351145 Late Bids _1Cs 7250
46 Sources of Supply/ Suvnces ﬁ‘) 69.28|f 46 Contract Adminisiration Plannln&, 149 718C
47 Defective Pncing 187 69 121147 Post-Award Onentations IS1 7180
48 Purchase Requests 47 68.57(148 Stop Work Jlol 7180
9 Clmms - IQ" 68 38 49 Contract Close-outs 189 7179
50 ;Reporting, Performance ProAblen_ls” l67 €7.89 Sll*Dc:_lqtys~ 159 7179
51 ‘Sqrnge_s’_Co_mractng Issugs 57 6786 51 Processing Bids 101 7000
52 Progress/Advance Payments l79 ()7 ()5 52 Pnce and Fee Adjustments (181 0923
53 Delays [59._g7. 16]1 53 Rgme_dlis_____ B3 6923
54 Preaward Inquines ) _, 936716154 Bid Prces _ 107 07
55 Y LateBds lOS 64.24 55 Mistakes n Blds/ProposaJs 133 6007
S_QLStop 5 Stop Work 1_6!_ 64.24/ 36 Lx_mnanon ofCosts 169 boo?
57 Remedies o 163 63.5 51 57 _Unallowable Costs 173 6667
58 F[a_u_d_agd_Ex_clusmn o l47 63 23] 88 Progress/Advance Paymems 178 o007
59 Pnice and Fee Ad_]ustmc.nts 181 61.76] 59 Monttoning. Inspection & Acceptance 157 o6 00
60 Cost Accounting Standards 1SS o 320 60 5(a) Procurements nioonl ."H'
61 Dcbnefing 143 61.05} 61 Contract Financing 83 6250
62 Limutanon of Costs o 00301162 Fraud and Exclusion 4T o 34
63 Canwhnbﬁsi)hrgtauons(lFBs/RFPs) 99 59.86) 63 Defective Pricing 187 o1 54
64 _Accounting and Estimaung Sysiems 183 59.13[164 Canceling Sohcitations (IFBs/RFPs) 99 6000
765 Govnt Propeny& Supply Sources 85 58 70 65 Accounting and Estunating Systems 183 5893
66 -Property o ) 165_ 56.94 66 Invoices A7 5541
67 ss-bnmw... of Clawis. _H__1 i75 56 62567 Cost Accounting Standards 188 Sl
68 Contract Financing 83 5435 68_Letter Contracts &1 ssoo
69 Consent to Subcontract (185 5295069 Gowvnt Property & Supph Sources 88 s500
70 8(a) Procurements - 63 52.86{ 70 Market Research iS22 so
71 Set-Asides ~ 6l 5285171 Property oS 52w
72 Forecasting Requirements ~ 43 52.15|172 Consent to Subcontract 155 5128
73 Collecting Contractor Debts 177 48.53[173 Assignment of Claims 175 4872
74 Bonds 195 47791 74 Forecasung Requuements 43 4750
75 Market Research §1 45000175 Unsolicited Proposal 67 4750
76 Letter Contracts i 81 44200176 Need for Bonds 87 4500
77 Need for Bonds 87 4203} 77 Bonds jos 3R 17
78 iLease Vs Purchase 09 1] 91178 Lease Vs, Purchase oY 3500
| 79 Unsolicited Proposal 07 3858)79 -(‘ollecllng Contractor Debis 177 3333




Table D-6. Rank Order Correlations of Competencies
T 1
X X
g £ ’
z s z &
rE |2 § z
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: & $ls & e
€« O ___ O e O -
1 57 Services Comracum:, ISSLes - 0e6lf1_ 59 Sources of Supply/Semc;s o089
2 59 Sources of Supply/Semces ) 061 1 57 ngces Contracting Issues 053
3 9 Publlcmm' Proposed Procuremmts N “osel 3 IQQ EthICS/Standa\dS of Conduct 082
4 87 Need forBonds . o55) 4 ljl Invoices o - 050
§_.L9_9‘Eth|cs/Standards ofConduct 0 54 5 31 Market Rescarch o 050
6 75 ‘Methodof Procurement 1 054/ 6 87 Necdfor Bonds 050
7 65 Competiion Requirements __ 053 7 l'*7 Momtonnb Inspection &_A»Lcep(anu 0.49
8 . 171 Invorces 1 0. 53_ 847 JPurchase Requess 049
9 47 Purchase Requests ___o53fle 41 Awards ... _ua8
10103 Bid Acceptance Penods ~~_ 050[ 10 103 Bid Acceptance Penods 047
11107 Bid Prices 6ol 117 6 Compention Requirements DT
12 133 Ordering Agamst Contracts 050112 91 Pubhazing Proposed Procurements 0 17
13 10! Processing Bids 050 13 107 Bid Prices 045
14 109 Responsiveness ___030|14 135 Responsibiity EX
s 67 _Unsolic'ted Proposal 050 lS 43 _Forecasting Ruqunremems 044
l6 l4l - Awaids o ___ 049 16 .55 StatementsofWork 0
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22 149 Contract Administraton Planning 0481{122 179 Progress,Advance Pavmenis 042
2_3_ ) 3_3__C_gn}raqt Financing - 048[[23 152 Ordering Aganst Contracts 04l
24 105 Late Bids _ ~ 048024 67 Unsohated Proposal Ul
25 21 Letter Contracts 048128 83 Contract Financing 0 40
26 51 Market Rescarch _ 0481126 127 Fact-iinding 04
27 157 ‘Momtoring, Inspection & Acceptance 0.48 127 49 Funding Process 040
28 127 Fact-finding 0471128 71 Pnce Related Factors 040
29 43 Fnrec-mmL Reaquirements C047(129 89 gohcntamon Preparavon (IFBs/REPs) 0040
30 77 Procxlrem-m/Souru. Selection Plans 0471 30 169 Limitanon of Costs URE:
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33.139: P_r_epaﬂg Awards 104633 159 Delays 037
34 125 Compehqyelianw L 045 3~§ 167 Reporting Pen‘ormanc;, Problems 037
35159 S9Delays 04535161 Stop Work - 037
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3% o ‘Lease Vs Purchase CU44139 191 Contract Modifications Options 035
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4t 115 Prce Objectives 04441 163 Remedies 035
142 79 Selecnion of Contract Type 0 43| 42 125 Competitive Range 034
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Table D-6. Rank Qrder Correlations of Competencies (Continued)
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Table D-6. Rank Order Correlations of Comperencies (Continued)
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Table D-6. Rank Order Correlaiions of Competencies (Continued)
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Appendix E: Open Ended Questions

This appendix reports the responses to the opened ended questions by an index of
response categories, a ranking of responses by categories, and a sanitized listing of the
TeSponses.

Open Ended Question 1: How do you view the certification program? (Sce note
I below.)

Open Ended Question 2: Is there anvthing additional vou would like to add
pertaining to the certification program and its refationship to a mission ready profecsional
workforce. (See note 1 below.)

ame e A .
HadlIQAtOly Ot

f
%)
1)
Q.
f/)
Q.
=
g

non-mandatory, have you attended that you thought were most or least beneficial to vou
in ihe performance of your job? Also, indicate why the classes were most or least
beneficial.

Open Ended Question 4 Is there anything additional that you would like to add
pertaining to the training portion of the certification program or about training in general.
(See note 1 below.)

Open Ended Question 5. What additional areas of instruction do you think need

to b« added or deleted? (See Note 2 below.) .

MNote 1: Responscs to questions 1. 2 and 4 were combined because respondents did not always answer the speaific
question being asked  Ofien. responses contamed many distinet and separate thoughts. ideas. or opintons, mam of which
answered more than one guestion at a tune

Note 2: Open cnded question S was not evaluated duce o lack of responses




Table E-1. Index of Response Categories
o - Page No. .
I, Certification Program Satisfaction and Importance E-6
1.0 Program is Necessary and/or Needed E-6
2.0 Program is Perceived as Having Values Worth E-o *
3.0 Program is 3 Good Start Towards a Professional Workforce E-7
4.0 Program 1s Meg:_tl_r_\g the G_o_al_to Improve the Workforce @~ E-3
5.0 Program Prov:dcs Posmve Changes and Imprm ements E-0
6 0 Importance of the Cemﬁcatmn Program Standards 7 E-10
_ 6.1 Impg)g.:n_'lr‘_q ot E\:penence B
L 6 2 Importance of Trammg o E-11
______6 3 Impprta_n_c_c_o_tfducatlon L R 5
II _Certificadon Program Dussatlsfattlon and Concems - o E-13
10 Progrgrg 15 ] Meamngless/Ummportant o _ E-13
2.0 Program is Not Meeting s Intended Pulposc, [P
3.0 Programis a Waste ot Resources E-13
4.0 Program Keeps Changing L-13
5.0 Program Does Not Reflect Ability to Ferform the Job E-13
_ 5.1 ngher Educzmon Does Not Equate to. \bxhtv io Pe rtotm the Job _E-17
i 6 0 Plogram Standard§ are Tc Too Low o U E-IB
6 1 Expenence Requirements are T 00 > Low ] » E-19
6.2 Education Requirements are Too Low E-21
7.0 Enlisted Concemns About the Certification Program 22
§.0 Other Comments and Concerns Pertaining to the Certification Progran F-23
III. Certification Program and Established Standards E-26
1.0 Experience Standards - Comments and Concerns [-26
2.0 Training Scandards - Comments and Concerns 1-20
2.1 Training Availability ‘ ) E-28
2.2 Training Applicability E-30
2.3 Training Needs and Suggestions E-32
2.4 On-The-Job Tratning E-33
2.5 Refresher/Follow-on Training, _ E-33
3 0 Educauon Standards - Comments :md Concerns E-35
- 3 1 Education Funding Issucs S ) E-36
3 2 Education Discipline Loncems ) . E-30 _
_ 3 3 Dns§_al11actlon with Education chmrcmqgts , . E3x PR
Iv. Trammg Courses Perceived Most Beneficial E-38 L
V. Training Courses Perceived 1.east Beneficial I:-42
E-2




Table E-2. Questions 1, 2, and 4 - Ranking of Responses

?
: oy
e Z
L Cu'tlﬁcatlon Program Satisfaction and Importance o
! 1 O Program is Necessary and/or Needed 10 13
) 2.0 Program is Perceived as Having Value/Worth 45 1
' _Q__‘_’gogram isa Good Start Towards a Professional Workforcc 16 8
) 4 0 Drogram is Mcctmg thc Goal to Improve the Workforce 12 11
) 5 0 Program Prowdcs Positive Changes and Improvements L 7 15
6 0 _Importance of t thc Ccmﬁcauon Program Standards 6 16
_6.1 Importance of Experience 22 4
i .6.2 Importance of Training 7 15
o __46» :,_In]pg_nagce of Educatlon 6 16
1. Certification Proomm Dissatisfaction and Concerns ;
‘1.0 Program is Meaningless: Unimportant 18 0 }
| 2.0 Program is Not Meeting its Intended Purpose 1112 I
3 0 Programis a Waste__ot:_Rg_sourcc_sL L .5 17
4 0 _Program. Leeps Changing o 4 18
5 0 Pr_qgra'n Does Not Reflect Ablhty to Perform the Job 17 7
5.1 Higher Educatlon Does Not Equate to Ability to Pertorm the Job 14 9
6 0 Program Standards are Too Low 12 11
6.1 Experience Requirements are Teo Low 8 2
6 2 Education Requirements are Too Low 13 10
7 0 hn]isted Concems About the Certification Program 8 14
8 0 Other Commenis & Concerns Pcrtammg to the Certitication Program 19 20
1. Certification Program and Estaolished Standards
1.0 Expunence Standards - Comrnents and Concerns g 14
2.0 Training Standards - Comments and Concemns 16 8
2.1 Tratruag Availability 21 §
2.2 Trainng Applicability _ 2403
2.3 Traiing Needs and Suggestions 28 2
P 24 On-The- }cb Trampg 6 16
o 25! ti‘;:.bt_wg_(l’qllow-on Trammg _ o 4 18
~ 3 > L gq.ht sn Standards - Comments and Concerns o R Y
i 3.1 Education Funding Issues o 4 18
3 2 Education Dlsmplmc Concems 3 19
2.3 Dissetifaction with Education Requirements 3 19




Table E-3. Question 3 - Ranking of Respoitses

"2
1V. Training C :urses Perceived Most Beneficial )
 Level ! Courses S
T\/Ianngement of Defcnse Acquisition Cortracts - Basic 20 2
- _ Central Systems Lcwel Contractmg - R |
A Opcratlonal Contracting Fundomentals 4 6
. _'Principles of Contract Pncmg e L
_____Base Level Pricing L 5 5
_ ‘Defense Lost “and Pnce Analvsls/Negotlauon - 2 8
) .Level il Courses o o
_ Govcrnmcnt Contract Law_ S 23 1
Intermediate Pncmg R
Management of Detense Acquisition Contracts - Advanced 133 ”
_Coutract Administration - Advanced 133
__ Base Contract Administration e 305
__ Contract Overbead Management 37
_:Level III Courses _
. Defcnse Acqmsmon Contractmg Execuuve Semmar 2 8
Others Cited .
Value Engincering 1 9
_Ngg,qt'la_upnv\\’qu\shop 2 8 |
_Conuipct Placement 4.6
Propersty Management 19
L 2AE Coordination 19




Table E-4. Question 3 - Ranking of Responses

g
: 2z
- IV. Training Courses Perceived Least Beneficial
_ Levei I Courses L o
Managemcnt of Defense Acqulsmon go_ntracts Baslg__*____ 1o 1
—___Operational Contracting Fundamentals 3 4
_Principles of contract Pricing 8 2
___Base Level Prhcing 7 _ 1 e
‘Defense Cost and Pnce Analysm/Negonauon o 23
Levei i1 Courses e o
_'Government Contract Law . M0
‘Intermediate Picing 1 6
ﬁManagemen' of Defense Acquisition Contracts - Advanced 6 31
‘Contract Admunistration - Advanced BRI
Contract Overhead Management 10 l
,_ _Lfr_ve'_!_ll_cgyﬁea_w____ e e
Dcfcnsc Acquisition Contracting b\iecuuve Sermnar .1 e
_ Management of Defense Acquisition contracts - hxecutxve L 2 5
Others s Cited s B o
Va.lue Engmcermg 1 6
_ Negotlatlon Workshop 1 6
L Contract Placement i 1 6
“Envoimmental (/ontracnnﬁ 1 6




Table E-5. Comments to Open Ended Questions
I._CERTIFICATION PROGRAM SATISFACTION AND IMPORTANCE

1.0 PROGRAM IS NECESSARY AND/OR NEEDED | R

No. Demographics  Comments

17244 - - 36651335 Ccmﬁcatlon 1S @ must.

17289 - 5 -443163°2 I‘ has been needed for a long time.

17203 - - 34431232 Esscntlal

17298 - - 44411634 chuma

17340__ --557614 -{ 7 A needed « mstmment to improve the work force.
17459 2 - - 42 2_. 2_6: 32 Necessary to ensure c.lasses are attended.
17684 4 - - 545174 44 Necessary to insure a protessmnal work torce.
17691 - - 2341131 2 Needed for quite some time.

177023 - - 5441735A ch'mge was needed and 1ts better than betore
17739 - 6 - 4 4 3 1 o 3 7 Necessary requirements to meet the ever chingimg wa s |

we Jdo business

2.0 PROGRAI\i 18 PERC EIVFD AS HAVING VALUE/WORTH

No. Demographics Comments
17214 - - 437721 3 1 Great.
17220 - - 317512 3 2 Good idea.
17238 - - 564515 35 Goodldea
17229 - - 24411 21 2 Good Program.
17230 - - 4 4 51 16 3 1 Iam happy to see the certification program.
17235 - - 44 7115 3 5 The centification program is an excellent idea
17237 - - 243 1 1 23 2 1Itsagood program. [don't believe APDP and DAWLA
o ~ have been stressed enough.
17246 - -4 4521 £ 3 2 Program has good intentions.
17254 --32311 4 i :'_’.i ke ceriificaiion requuenients.
17270 - 2 - 2 ‘%Vl‘l 2 1 2 I'think it's a good program -- it motivates people to get the
. coliege classes they need and that they usually have wanted
) _ but they were just procrastinating. This gives them a
... lutle’push”
17273 - 4 - 241131 2 Very Good..
17284 - - 34211212 Effecuve.
17286 4 - - 544173 7 Good.
17305 - .4. 34416 32 It 153 good progmm I feel evervone who meets the
t _ S _ _rcqummenls 1s qualified tor a certificate or warrant .

17313 4 - - 5 4:5.2.7 4 4 The program is basically sound. ‘
17316 - - 54551 4 3 3 lagree with the concept of 2 certification program ‘ 4
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Table E-5. Comments t3 Open Ended Questions (Continued)

17332 6 - - 4441 2 4 7 Since I have only been with the Federal Government for ;0
o o vears, it is fine for me. ‘
: 17340 1 - - 411111 Jltlswdlslrucum,d
17473 1 - - 62417220K
17485 - 3 - 244161 20K
17493 - 3 - 4461 .3_2 2 It sverv L.OOd
17499 - 4 - 4521332 Ibchwc it 1s a better program than the skill levels
... ... . previouslyused
17566 2 - - 421131 2It'sfine )
17596 - - 1.3 231 2 1 4 1agree with the certification program.
17615 - - 3 5411 6 3 2 The certification is a good grounding,
17626 3 - - 5452732 2 It 1s awell Ioc,used program.
17628 3 - - 5441 7 4 7 Overall very good.
17030 4 - - 54 4 27 5 3 Lam saustied with the APDP program l
17642 - - 76761 2 4 1 Positive. |
17644 - 3 - 2251 321 ldeaisgood
17646 - - 42631 6 3 2 Overall, 1ts fine.
17655 - - 556.114430K
17655 - - 24311 322TIthink the certification program is an excellent idea
17657 2 - - 4111712 .bee_:.ms adequate and well balanced between the
_ - threerequirements.
17665 - - 545511 43 Averygood idea to encourage training of all |
. rpersonnel and education. i
17666 - - 44311 6 3 3 Overall, good.
17667 - - 56 7627 4 2 Cood
17683 - - 55251131 Good
17687 5 - - 5471 1 3 2 Adequate.
17688 - - 224 11 2 2 2 Ithink the program is grcat.
17698 3 - - S2111210K
17699 - 5 - 46 531 6 3 2 Avery worthwhile program.
17721 - - 5552) 442 (Jood tool, much turther ahead than other services
17740 - - 24511232 2 Cemﬁcauon program 15 excellent.
17768 3 - - 62111 _2 1 Good setsstandards
3.0 PROGRAM IS A GOOD START TOWARDS A PROFESSIONAL
WORKFORCE
No. Demographics  Comments
17237 - - 24 3 1 1 Z 3 2 Itsapositive step toward a well tiamed. well educated
‘work force and that 1s what 1t 1s going to stay competitive
in this time of hase closures and downsizing




Table E-35. Comments to Open Ended Questions (Continued)

17256 - 2 - 2211 22 2 Ifecl that the APDP certification program is not by any

T ) stretch 01 the imagination perfect. but is a step in the right
dlru.tlon ) i g

516 3 2 Its a goocl start i1n the nght direction.

11 3_ 12 The program is definitely headed in the nght direction l

42736 A process. once rctmed, that will enhance the ability of |
_government procurement individuals to protect the
government's interest in conndence

17274 - 4 - 45
17318 1 - - 4 1
17535 - 5.- 45

ZS§§_ - ﬁi i_3_ § 3 '_l_ 226 The current cemficanon program is only the first dratt. '

17615 _—: _-i3 54 l l__g_}_... It 1s astep in tl the nght dlrecnon o

17624 3 -__-_5___5 2732 Astep n the nghtdlremon e N
17627 - - 555516312 2 Itlsastepmthenghtdlrecnon

17643 - - 7 6 7 51 2 4 1 Iviewitasa sigmficant part of what is needed 10 ensure

aprofessional work toree capable of providing etfectne i
customer support. 1t 1s not the complete answer ’

l70<4 - - -1 4 6 a N 7 4 Il 15 a good start by at least having certain requirements. i
) _ _ ‘some seem low, but maybe in the future they can be raised :
12§§—i - - i b_‘_lh 1__ lﬂ 5 3 2 One smal] step lor contracting in one gant bureaucratic -
- . .. . . . . mOhTMJP S
17673 4 - - 6371735 Uood start towards protessxonal de\'elopxmnt of the

-acquisition corps.
7 Positive step 1o escalate acquisttion. i
* Throu_h people’s input the system can be “tine tuned” ¢

17696 - - 7
177023 - -

- O
._;_..o..
._‘.'J.
.UJ.L.

thth

work force.

‘we go along to better prepare individuals for a '-srotesuonal |
17715 - - 343 1 1 2 2 5 1donot believe it has all the "bugs” worked out vet. It scems !

that every base 1s getting different information to the workers

4.0 PROGRAM IS MEETING THE GOAL TO IMPROVE THE WORKFORCE
No. Demographics  Comments 'j
17220 - - 31 7 51 2 3 Z Improving the professionals of the work force. '»
17221 - - 4 4 1 1 6 3 3 Improving _I_he_}_)rofessmmls ofthe work force. 7 L
17235 - - 4 4 7 1 ) 5_3_* It will provide educated. «.\(penenccd and well trained o
o cont.ractmg and acqulsmon representatlves _

17243 - - 4441133 4The cemﬁcauon is important in maintaining 3 high standard

S of protessmnahsm tor contracting personnel.
17273 - 4-241131 Z_By setting minimum requirements to be certitied. you have
amore educated and experienced person making better
Jecisions. They are also better qualified to guide younger.
less experienced contracting personnel in the night direction

k-8




Table E-5. Comments to Open Ended Questions (Continued)

17348 - - 12411 2 2 1 Certification program is a good plan to ensure proper
_experience, training and education of centracting

_ ~ professionals.

17491 - 1 - 3 211 2 2 2 It weeds out the individuals who don't really want to work
In contracting,

17551 t- - 24 2 l ] 3 15 S Tam glad that the | prog.ram has come about to
. o _protcss_lonal{ze this very technical career field.

17563 - - 3.5 441 2 3 2 Method of ensuring contracting personnel are trained and
o have_z_m_ gcgdgp_m education.

17651 - - 2 f1_ 3_ 1 1 "Hl 2 _This program incorporates three main factors 1o produce

e thc bcst employees and work productivity.

17652 -5 -3451 .3.3 2 The program 1s a great idea and will ensure a trained work
‘force at the intermediate and higher levels.

3 1 Certilication ensures that persannel recerve the necessan

—
~J
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Z
'
s
1
|
t
22
S
—_
~}
3

necessary training to complete their jobs !

5.0 PROGRAM PROVIDES POSITIVE THANGES AND IMPORVEMENTS
No._ ) Demugrapmcs o Comments | :
17247 - - 43641 . /.4 -..'\531'65\11[ ot the progmm tramning 1s more equally . ~
distnibuted throughout the work force which eliminates e
oor reduces the selective training scheduling which
previously occurred.

—
~J
10
Ch
o]
¢
)
'
tJ)
92
—
('3 ]
—

2 Tthink 1t's good because now we can go to TDY classes
more often to get the training and education to perform our
Jobs better.

17346 1 - - 4 1 1 1 1 1 3 By knowing one’s level you have a good idea at how
o ~ much experience they have.
17559 - = 33321 3 3 2 The centilicgnon program allows everyone to be on the

same playing tield. Tt allows individuals to prepare
‘themselves to meet the certitication levels required tfor
L therr positions.
17628 3 - - 54434174 37 C learly states the requirements so everyone knows what 1s
_requxrcd of them 1n the career field.
T'am certain that we would not have provided so many
.excellenl courses to so many people it it were not for
DAWIA
‘Thanks to this program. me and my coworkers are finally
“uble 1o go to school tor tormal traming. Prior to this,

17630 4

1
1

h
4
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.h}.

.\l.
[9S]
tn

17644 - 3 -

tJ
to
th
.w.
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“ o school quotas were not accessible or available  Local
tramming only applies to the CO's interpretation - which
optnions change daily - Teach us the hooks
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Table E-5. Comments to Open Ended Questions (Continued)

6.0 IMPORTANCE OF THE CERTIFICATION PROGRAM STANDARDS

No. Demogmphlcs _ Comments

17311 - -5 20726 -1 3 ]rammg and expenence should be at the heart oi any
cu‘uncanon program.

17313 4 - - 5 4 5 2 7 4 4 Tr‘ammg and expernience are, in my estimation. co-equais.

~ They are both needed to make the \ynolc contracting
_protessional. Though training was sclected as most
. important for item 13, experience could have also been my

I ... chowee
17-}_6& - - 1 ‘? 1 112 1 2 In reality, all threc clcments are nccded 10 ensure a qualu},
L . work torce Each elemem conmbutes to Lhe knowledge
needed

—
~1
o))
1)
h
'
[
.'J‘.
.‘J‘.
-]
O\
—_—
l)

2 4 4 While selecting experience as most important. [ feel traiming
- and education are equally important.
17657 2 - - 4 11 1 7 1 2 Tthink that someone just getting into the acquisiion fieid
should already meet the education requirements. and have
‘taken th necessary training courses prior to actual

I expenence. o _
17699 -°5 - 4 6 ‘i 1 6 ? 2 Twould rank the elements as experience, education then

) .trammg_

6.1 IMPORTANCE OF EXPERIENCE
No. Demographics  Comments
17238 - - 4661 1 1 There 1s no replacement for expenience. Experience
contains knowledge not achievable 1n the classroom.

’Jl
Ly

17260 - 21 4* 1 2 1 2 Tteel experience 1s the greatest tactor in job proficiency

17265 - Z - 223121 2 People leamn more from experience and "on-hands”
leaming

17281 - 2-2311312 It should be centered more around experience.

17298 - - 4 4411 6 3 4 Experience is by domng. not from a book

17“99 - - 44741 6 3 7 It 15 less important to be career broadened ("pogomg” a tew

mom.hs h_ere and a few months there) than it is to dig 1n, spend

_ S ‘time and red]]y learn a particular area and then move on

17302 - - 546714 p4 1 E*cpcnence out wexghts most degree programs, particularly
S when those degrees were achieved with very low GPAs.

17309 - - 546512 4 3 Hands on experience 1s the only way to develop

‘contracting skills.

17340 - - 5 ¢ 5 1 4.4 7 Longer “hands-on™ experience tor each trmmnee.

S
]
o
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Table E-3. Comments to Open Ended Questions (Continued)

17494 - 3 - 2411 25 3 Ibelieve experience is extremely important role A two
' ‘year SSgt cross trainee does not have the same knowledpe
-expentence and probably can not handle ditticult acquisitions
. o - asa 51010 year experienced 5Sgt.
17522 - 3 -35 31 7 3 6 Should be equally weighed between training and experience.
17530 - - 325726 3 3 Too casily tramning certification surpasses experience amd
leave a void in job knowledge really needed. College 1sntas
o o _important as currently weighted and expenence should be
o ~ more, lhere should he a leveling off between the two.
17544 - -___ 22521332 Ncw 1deas are good. but, job experience and know how
e e L, e _muc}.l more important.
17622 - - 556 5 2 7 4 2 Expenence and mobility are the keys.
17638 - - 6 4751 24 7 Ibelieve experience 1s the most nnportant teacher
117030 - - 5 4 S 31 54 7 Eaperience 1s what mukes w good contracting persen
17643 - - 767 531 2 4 1 Qualty of expertence. qualiy of the individual. regardless
S ~of whether they have attained certitication are keys.
17658 - - 1 2451 32 2 Frequently the expertise required at the operational level 1s
) 3 _above that achieved.
17665 - 5 1551143 These aie weus that need 1o be emphasized. but experience

1s the most important factor. You c¢an have a degree and

all kinds of courses. but without the hours of expenence vou
jcan'l be very knowledgeable or effective

You cannot under estimate experience trom the ground up.
‘working 1n the trenches. '

17699 - 5 - 465163

1)

17700 - - 42641 1 1 4 Experience should carry more weight than degree
_ A - requirements
77225 - - 657 27 4 7 Training and most certainly education can't take the place

of ¢xperience

6.2 IMPORTANCE OF TRAINING

No.  Demographics Comments

12292 - - 44411 2'3. 1 'Requ"red courses are adequate 1n subject and number tor the
) S o certification program.

17464 - -1 5111 _2 12 2 Tralmnu 1s the way to improve the work force. The more

knowlcdge you have, the better able you will be able to apply

. . . . theprncplesin the work force

17544 - - 22521 43 3z Job tratning 15 SO much more important than a masters

dcgl ee I education or basket weaving  Tran the people who
are 1n the jobs now.




Table E-5. Comments to Open Ended Questions (Continucd)

17553 - -1 43 31 22 Z ]think training js the most important due to the fact that the
. . - _contractors know more than the government employees |
. povernmerd employees. | .
17621 - - 344 11 1 3 2 With the downsizing of the AL, expenience 15 being lost. |
. Traiung is becoming more mportant. '
17645 - 5 - 3331 6 2 2 Provides good training,
17699 - S - 46 51 6 3 2 AF traning is the best [ am an advocate of training and

'send my subordinates when I can.
6.3 IMPORTANCE OF EDUCATION
No. _Demographics =~ Comments
17244 - - 36 6 51 3 3 5 Education requirement 1s very critical 1o ensuring that
new emplovees, as well as curtent. are well qualified

tn

17200 - - 214 51 21 2 Too much emphasis on education at the jower fevels ;
17493 - 3 - 4461 3 2 2 The overall education 1s verv important in bringing :
' . o ~ protessionalism to the career field.
17651 - - 2431121 Z1f we have a strong education backgrourd. we easily
L grasp new materials and complete the required training to
o ~ beeoine ai empowcicd work force. ;
17664 - - 4 534 113 3 2 No way toincentives education.
17705 - - 4 27 21 1 3 6 1teel it helps personnel with a degree. but does not help
o those without a degree. ;
17553 - - 1 4331 22 2 Tthink training 1s the most important due to the fact that the

contractors know more than the government emplovecs. !
. ~ government employees
17621 - - 3 4 4.1 1 1 3 2 With the downsizing of the AF. experience 1s bemng lost
- . Training 1s becoming more important. -

17045 - 5 - 33 31 62 2 Provides good raining.
17699 - 5 - 46 51 6 3 2 AF tramming 1s tnc best. 1am an advocate ot training and

send my subordinates when 1 can |




Table E-5. Comments to Open Ended Questions (Continued)

No.
17219

17234

17301
17311

17318
17485

17543
17571

17615

17619
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17639
17662
17663

17682
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3 1 2 Obtamning a level | certitication really does not mean
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JI. CERTIFICATION PROGRAM DISSATISFACTION AND CONCERNS

1.0 PROGRAM IS MEANINGLESS/UNIMPORTANT
Demographics
- 4451143

Comments
4 People are "hilling blocks," getting certification but don't
‘understand the job.
3 Nothir.g more than another block to check off.
It has gotten to the point were a certification 1s no more
‘meaningful than a high school diploma. Put in the time.
aitend the courses and you'll receive your certification.
_There are many excellent contracting specialists who have
“have been doing cutstanding work before the certitication
program. which proves certification programs are not
necessary to make a person a person a soed buver
7 Doesn’t mean anvthing. Requirements are too easy to meel
3>.Hang on the wall decoration. check-off] tili the square nenm.

. Just another prece of paper program that means nothing

1o those out.ide of contracting,

‘anything.
2 Seems as though certitications are given out rather than
' earned.
2 Asa joke.
2 While I agree with questions 11-14. I do not believe the
certification ot the people Twork with makes a dillerence.

It 1 po for the fevel three, wall this cerutication mean
-anything in 10 years”

1 Inconsequential. Certilication 1 ummportant.

6 It appears the certification program paratlels what the

contracting commumity was alreadv doing n the area of
:tx'ail_ling and education (so no change.)

3 Another square to fill.

3 Another square to fill.

7 As a “block checking™ exercise.

2 Just filling the blocks.

1 Just another block to check.

7 The goal of a stable well educated protessional work toree
‘with level 1. 1l and 11 certifications must have some reward

system tied to 1t that 1s both meaningtul and realisic. Filling
‘the squares with certitications just won't do 1t




Table E-5. Comments to Open Ended Questions (Continued)

2.0 PROGRAM IS NOT MEETING ITS INTENDED PURPOSE
No. Demographlcs - Comments

17249 - - 5474 }.2.3 3 bounds great on paper by not realistic |' -
17299 - - 4 4 7 4 ] 63 7 _As not serving the purpose tor which it 1s intended.
17246 - - 44521 5 3 Appears 10 usurp an individual managers judgment when

o ~ hining or filing slots.
17247 - - _4 6 4 1 7 4 2 The certification program and various intern programs
' ~are good but do not provide a professional work force. Too
_many people are in the work force who are well intentioned
‘but are not as well informed as lhey mlght think.
2 4 1 1 6 2 2 DAWIA seems to bea "knee-_)erk" reaction 1o criticism.
.One slded_, caters 1o systems contracting requirements and
1gnores operation base level peculianties. Requures base
devel personnel. specitically enbisted. e learn cencepts !

—
1~J!
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‘without sny real opportunity o apply that knowledge 1 teel
there should be a duel certification system. One designed |
for systems level acquisition and the othcr base level activines.

~ Most of the systems related concepts are never used by
_-operational activities or forgatten before the opportunity

. anses tor their application. i
17296 - - 4 56 21 3 2 2 Those who operate these programs and provide I
certitications don't have a clue what actually goes on at the
desk level, 1.e.. the problems which are "real.” Until peeple
at the problems level get heard and are given some power 1
to find and implement solutions. your programs are uscless
tor readiness. but you'll lee: good about them. that 1s all
that 1s ensured. |
1 2 2 2 Anunrealisic way of trying to protessionalize the tield.
2 7 3 6 Program 1s not realistic and puts emphasis on system ievei |
not operational.
1 3 2 Its imended purpose has gone by the wayside.
5 4 7 The idea behind it 1s good, but in implementation the
_ ‘attitude seems to be "get 1t done - push 'em through.”
17766 - 4 - 4 251 21 2 lam not sure if a great deal of thought, on cn individual
_ basis, goes into achieving the certifications. People I deal
‘with want the certification for reasons that have nothing to
to de with increasing their proficiency. Its been mandated
that they pet certified and to protect their careers. they got
certitied. /]

17523 - 4 -3
17532 - 3 - 31

17560 - - 3
17639 - - S

1
1 -




Table E-3. Comments to Open Ended Questions (Continued)
3.0 PROGRAM IS A WASTE OF RESOURCES

No. Demographlcs . Comments
) 17247 - - 4.3.6.4_1.7.4 2 Thegowmmentlslosmgblgbucks '
17‘55 - 4 - 2411622 Traming, unless focused is largeiy a waste of resources.
17296 - -_4__5_16.2_ 1 3 2 2 It1sa waste of time and resources. These certitication
) . programs are almost as wasteiul as DOD's TOM program.
17309 - - 54 6 512 4 3 Wasle of ime.
17681 - - 55521131 Wasteof Time.

4. 0 PROGRAM KFEPS CHAN(‘IN

No. Demographlcs ~ Comments

17214 --437721 3 1 Be consistent - true changes are necessary., however

- constant changes are unneceszarv
17457 1 - - 4 1 1 1 3 1 2 Therequirements keep changing, which mares it that
o - ‘much harder for an individual to hecome ceruified.

o ) espeually when classes are so hard to get.

1757 - - 22 4 3 1 2 3 2 It keeps changing, the reqmrcmcnts the classes. the

_grandfathering - How's on earth can it be etfective with

S ail the changes.

17614 - - 344372 R 3 2 Don t keep changing it, it devalues the system.

5.0 PROGRAM DOES NOT REFLECT ABILITY TO PERFORN THE JOB

No.  Demographics Comments

17230 - - 445116 3 1 One s experience or education are not necessarily indicative
o ‘on one's motvation 1o provide effective customer support.

17234 - - 244 31 1 3 3 Itisnomeasure of contracting knowledge. aptitude or
“application. everyone gets one. regardless.
‘7:38 --4661 1531 A persen <an achieve all thet uuuun&. cducation OpPOTUnitics

'utordcd to an iidividual. however. be lacking in the real
hh. lessons leamced through experience.

3 ‘While training and education are valuable, 1 have observed
_they often give us educated 1dicts incapable of functioning

~_ inthe governments bureaucracy.

-.2.23 121 2 1dont sec how this s going to make people know their
Job better.

_7 1think there may be too much rigidity and a failure to look
at practical experience and application

17249 - -54 741
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Table E-5. Comments to Open Ended Questions (Continued)

17337

17419,

17538

17544

17571

17612

17634

17638

17459 2 - - -

17624 3

17677

- 647624
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4 7 The certification program is a good indication of ability or
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_professionalism only 1if the individual being certified has the

“ability to conduct humseltiherself in a professional manner.
'The same cxperierice, training and education given to two
_individuals will not necessarily result in the same degree of
professionalism. -

: 2 6 Bogus - does not really reflect what you hiow - only that

‘that you are able to pass a course. 1 feel an essay exam
‘would be beneficial to se¢ what level of understanding and
_knowledge an individual has.

:3 2 Many individuais spend their first 2 years in one branch

‘doing one job and arc then considered contracting experts.

3 6 A doctorate without the ability to “apply™ the knowledge 15
the equuvalent of thiteracy Acquinng certnication sheukd

based on a persons ability to apply the knowiedge This
‘would reduce the high percentage of incompetence.
_Promote the ones doing the work. Common sense and
_experience are what count. I would rather have someone
‘working with me that knows the job and ¢an think. rather
‘than someone who thinks they know everything.

‘No matter how much of these things some people have.
they are still inadequate. do a poor job and think they know
atall

1 teel the certification program does not adequately reflect
‘the actual knowledge of contracting personnel
Certification doesn't necessarily equate to abrhty to do the
Job. In the rush to get mass certifications. 1 think we have
let some through the cracks that shouldn't get there.

T have people who are level 1T certitied. vet they bave little
‘experience other than 1 minor job.

A piece of paper does not incicate how well a person will
_perform his/her job.

Piece of paper is worthless unless person has actually
‘performed the tunction. Doubtiul that a 4 year Captairy
Jr. Major raied as a level Il would pertorm successfully as
‘a Director of Contracting,




Table E-5. Comments to Open Ended Questions (Continued)
5.1 HIGIHHER EDUCATION DOES NOT EQUATE TO ABILITY TO

PERF ORM THE JOB
) No. .ngogrz_lphu_:s S _Comments '
17261 - - 2541 1 3 1 2 There is no possible advancement unless you meet the

certification requirements and I wonder what that does 10
the motivation of goed. experienced employees that don't
_meet the educational requiremenis.

17297 - - . 3 i 4 114 6 3 2 C lasses in busme_s_s_ are not essential to being a successtul
o ' ~contract negotiator/PCO. In fact, best negotiators/PCOs
) o Ive seen and worked with have dLgI'CLS in areas other than
. . .- . . . . . . . busmess
17312 - - 54652243 1 have supervised persons with a lessor amount of

experience. and they are generally less prepared to periorm
S - unlessassisted

17544 - - 2 2 5 _2V 1 3 3 2 There are more educated dummies commg out of this !

certitication program than imaginable. Just because you

‘have an education does not mean you are qualitied for onc

.ux hlUDUJUUD nut ulc uuca wnu pld_y utC cuu&.duun zdice.

2 We have all these educated idiots with no practicable

~ expenence. It circumstances preclude you trom getting

‘your 24/36 hours you are not promoteable: but vet you may

‘have 20 - years of experience.

‘Some with PHDs couldnt award a purchase order yet they

~ arc the ones that advance.

7 To exclude personnel who have proven their abihity on a
-day to day basis by denying them certain jobs because of
~Jack of a degree, 1s ndicules. |

7 We have plenty of contracting otticers with masters

degrees and only 2-3 years in the field who wouldn't know
~asound business deciston it it struck them in the tace.

4 1 1believe that there are many individuals without formal
college courses or degrees in other than business who are
are outstanding contracts people. I think the degree:
_business requirements in the certification requirements are
‘short sighted 1n that respect. S -
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Table E-3. Comments to Open Ended Questions (Continued)

17646 - - 4 2 6 3 1 6 3 2 Assomeone with 18 years contracting expertence and
little college. 1 feel like DOD is de-valuing my worth as a
‘a productive and usctul employee. No amount of education .
‘can equal expenience on the job. To require college
_education in today's environment (where college 1s the rule
rather than the exception) is fine. But to insist that those
~with experience need to go back and get 1t makes no sense,
“and worse, suggest we should have to take a test to prove
_our contracting abilities when we have been doing the job
all these years - what purpose does a test serve at this
_point? _ ) -

It seems it doesn't matter how much experience you have
or what vour appraisal rating is as long as you have a piece
o _ ~ob paper stating vou have a college educatien. !
17682 - - 56 6 31 ¢ 4 7 The ongunal goal of a masters degree or higher made AF (
{unded tramning for masters degrees. but work didn't |
mprove, only the attitude that now these people should be i
be promoted 10 higher positions without experience.

My experience has been vital 1o the nusston but my lack ol
‘a degree does not mean I am not teachable or promoteable.
‘Thers are many emplovees who currently possess up to
twenty years in contracting experience who lack o
“hachelors degree. These people have the yuablications to
“do the job. however, due to the fact that they don't have a
“degree, they are being hindered from further promotion

17647 - -
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17709 - - 42751
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(beyond G3-12) Tam not advocating not pursuing a
college degree, howzver. 1 think 1n this situation everyone
duses. the ndividual wnd the AP 3 angdi be a good idea io
turther incentivize the work force by establishing GS 12713

training posttions for those 1n pursuit of masters degrees

6.0 PROGRAM STANDARDS ARE TOO LOW
No. Demographics  Comments '
17220 - - 31751 3_2_Not enough expenence and tramning.
17284 - - 3 1 2 Should require more training and education.
1
3

17485 - 3 - 2 Levels for experience, training and education are too Jenient.
17534 - 6 Standards are too low.
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Table E-5. Comments to Open Ended Questions (Continued)

17537 - 3 - 431171 6have heard many people say the majonty of the
‘contracting personnel will never see the level 3
certification. If this 1s the case, I suggest the criteria to
oobtain this level be changed to 10 years in the expenence

~ avea and a masters degree in the education area.

4 “The current requirements are to weak. More should he

o requlred for cach certification level.

17675 4 - - 54 3 2 7 3 4 The old certification program was a better program due to

o _more stnngcnt requirements.
17678 5 - --‘6'6___5_" 7 4 3 Not strong enough, ¢specially at level I
17682 - - 5,66 5.1 6 4 7 SAF/AQ has put its mark on this program and then opted
for mediocnty by giving in to the years of experience and
_ . ~ educational criteria. ‘

417725 - - 347 21 o 4 1 Ithas been diluted recentiy with the deietion of same of

the original requirements. The certification does not mean ,l

as much as it onginally did. j

17625 - - 5

h
()]
~J

o,
_
to
N

17-7—29-: RIS 4: 1 6: 4: z :M%_im?in the high standards or the whole process becomes
. C e ~ meaningless.
17731 4 - - 543 27 3 5 Ibelieve people from other career fields can become very

‘competent in contracting with the proper training in the time
trame currently established.

6.1 EXPERIENCE REQUIREMENTS ARE TOO LOW ‘

No. Demographics  Comments '

17256 - 2 - 2 21 1 2 Z 2 Iteel more emphasis should be put on ime experience and
o o ~ posttion held expenence. .

17274 - 4.- 4551 632 1 thought the AF was absolutely rght with their imtial

- o requirement of 2’3, years experiencs. Many people in

~our field have one year experience. 4 tunes.
6 3 4 More time (experience) 1s needed.
3 7 Contract specialists should serve at least two years in cach
_grade before advancing to the next grade.

17298 - - 444
17299 - -4 47

—_—
—

4
—
(o))

17310 j- -667 7:2 7 4t 3 Was OK unul AF relaxed the experience levels 10 4 years.
. Four years is not enough to build a basis for good judgment
' ~ decisions by senior managers/squadron commanders.
17312 - - 5465 22 4 3 Experience requirements should be lengthened to 2, 4 and
) o 10 years for levels. respectively. Breadth of experience
. o ~ should ulso be addressed ’
. 17313 4 - - 54527 4 4 Tfeel 8-10 years of contractingracquisition experience

should be a prerequisite tor level Tl certification
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Table E-5. Comments to Open Ended Questions (Continucd)

7316 -

17317 6

17330 -

17459 2.
17494 -
17497 1

17499 -

17336 -

17625 -
17627 -

17630 4
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requirements for level Tand Il At the very least these
levels should be raised by one year.

‘4 4 Need to return expenence requirements back to 1/4/8

years respectively. )

'Experience should be raised to more number of years as 11
‘takes more than 4 years to be proficient in an executive
.pO‘Sl_tiOI'l. » _

‘More experience requirements should be included.

‘The experience shouid be increased.

Idont like the recent change in the number of years of
-experience required, especially at the level 2 and 3.

‘The experience requirements are toc lax.

The experience levels changed 1e 1l you've gene o 3
'schools in 2 vears to get level Il certitication - vou have the
'schools but no real experience because you've been 1in
'school and that 1s not expenence.

'm for improving yourselt but expenience in the APDP
‘arena doesn’t account for enough any more.

‘To obtain a higher degree of knowledge, the experience
level num.ber of years is far too low. Although the training
-and eaucation 1s of great importance, without proper
-applicaton a high degree of knowledge and expertise cannot
‘possible be obtained.

In the area of experience the requirements are almost
laughable. T don't know why we need requirements for
experience 1 they are going 1o be so easily attained. They
certamnly don't provide the comfort zone 1n ones abilities
jthat one would expect trom a certitication program.

‘Raise Them!

‘The 2 and 4 years expenence to be a level I and level I
‘are totally inadequate. _

‘More stringent experience requirements for GS-9 and
_above should be required.

Ibelieve the AF standards for experience, 2/4/8 years

‘were smart. | believe that DOD rules of 1/2/4 years are
too casy. In this complex career arena, 4 years can't be

2nough to qualify someone as an "expert.”




Table E-3.

Comments to Open Ended Questions (Continued)

17642 - -
17666 - -

7708

{ oo

17229 - -
17236

17634 4 -

17638 - -

17678 5 -

17302_- -

- 6.4 6 27 4 2 s weak because the expenience time is too short. Level
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11 certification should be changed to 5 years and at least
two dilferent contracting jobs. Level L, ten vears and ai

lzast 3 different contracting positions.

) 7 I think the number of years required 1s too short a pericd to

achleve a qualny mission ready work torce This 1s due to
Ihc length of time required 1n the contracting process itsell.

7 Level I contracting officers with 2 years expenience, this

isa Joke You CAN NOT learn contracting in 2 years.

‘Y ou will not be a good contracting person in <4 years.
_These minimal experience requirements are obviously set
50 that management can continue to promote their favories
1n the face of inetfective certification requirements.

<4 1 The experience levels are not long encugh

L e

W)

1
2
4

3 Expenence requirements should be higher.
_3 More years experience for level [T and II.
‘Currently we have situations where inexperienced people
are holding director/division positions.
4 Expertence requirements (2/4/¥ yTs) was approprate until it
‘was reduced to meet Army standards (1. 2/4). Now level

I1 lost it's prestige.

6.2 EDUCATION REQUIREMENTS ARE TOO LOW
No.  Demographics
. 6 . 4 .

Comments

5 Need more focus and increased requirements on college
‘graduate education - specitically in the area of business
‘and hinancial management. Need more financial and asset

management focus. Negd more financ

~ management focus.

2 Require a BS/BA 4 year degrec.

2 Masters level degree tor management positions.

1 Although attempting to qualify members of the contracting
_community as a protessional body, I do not believe that the
_educational requirements support that designation with a
Tequirement of 24 hours of business courses or any degree.




Table E-5. Comments to Open Ended Questions (Continued)

———.l » N

17313 4 - - 54 527 4 4 Regarding education, ] fee] a degree is essentia, 1o keep
‘the "Certified Acquisition Professional” tag trom being
hollow. Granted, 1t was prudent 1o grandfather some of our ' ¢

tolks, from that point on, degrees should be mandatory for {

_any not covered under the initial "GF." Specitically. the

‘degree should be in business. accounting or contract

. managcment ! ,

17317 6 - - 57627 4 4 Tf we really want to be a professional work torce, need to @

L o ) to makeadegree mandatory

17491 -1 -3211272 202 It docs not provide any compensation for your
achlevcments and extra schooling you have obtained.
Ithmk you should have at least a bachelors degree in
‘Business or a related area to come into contracting.

17493 - 3 - 44 01 32 2 IHeel that hugher levels ot ceritication should be .
- ‘accompanied by a BA not just 24 hours ot business i
. . . . . . . . . Lomscq
17615 - - 354116 32 Educanon requirements should be more strict.
17625 - - 55761 .2.4 4 Requlremems ot a Bachelors degree would appear more
T appronnate, 1f not, at least an Associates degree related
o S tobusmess
17667 - - 56762 7_4 2 Should required a degree.
17678 5 - - 6 6 5 2 7 4 3 Alevel three shouid have a degree.
17694 3 - - 5251111 I believe the education requirements should become more

.slnngcm with mncreasing cetirtication levels.

7.0 ENLISTED (‘ON(‘ERINS ABOUT THE CERTIFICATION PROGRAM
No. AD‘cmugraphlu, - Comments
17493 - 3 - 440 32 2 Contingency contracting training 1s essential to base level
' ' R or operational contracting. Most members are inept when
S it come 1o functioning in the true aspects of the mission
17536 -4 -353122 2 6 The current certitication program does not match up
_ wnh enlisted OJT requirements. Programs need to
__to c_o_r_nphmen_t__each other in heu of hinder on another: 1.¢.
‘what I need to get my 7-level upgrade has nothing to do with
~__ mycertfication requirements.
17537 - 3 - 43 11 7 1 6 Enlisted members should not be excluded from working in
systems command or material command. By allowing
‘enlisted contracting members to work at any and all
‘commands that the AF has to offer. a mission ready
professional work force is within reach. i




Table E-5. Comments to Open Ended Questions (Continued)

17497 1 - - 41 21 21 2 Onceagain the AF doesn’t stick with a program because |
there are not enough tramned people to 111l the slots. Keep ‘
* o o the pilots out. |
17503 - - 31511 33 2 Ibeheveit:saway tokeep trom promoting those
-emplovees that have given their ime and energy on the
S ~Job and not 1n college.
17523 - 4 - 3 531 2 2 2 Revise certification within contracting. 1.¢.. operational i
o o _command, etc. _ _ |
17560 - - 3351 11 32 Overdoneto an extent.
17615 - - 3541 1 6 3 Z Itisnotvery well understood by employees and personnel
o ofttices. It doesn't specialize enough in the types ot contracts
. . . . . . . . \ve Llse | » |
17624 3 - - 534 52 7 3 2 Needs to go further. protessionalize it completelv with I
! appropriate arade structure to back itup Enbisted. covihian, |
| and officers are required to march to a higher standard in '!
o o ~ the acquisiion field, compensate them accordingly I
17630 4 - - 544 27 3 5 Ibeieve that everyone should be required 1o apply every

_‘cernﬁcation level, 1.¢., not skip levels based on ther current

o numbcr of ycars of cxpericnce.
17634 4 - - 6 4
17631 - - 2743
17675 4 - - 5 4

Certitication levels should be something to really stnve tor

tJ

The certification program should be entorced continucusly

to — 43
PR
SRR
ENNENY

W — O

To have a nussion ready work torce. we need more nulitary

in the career tield with a better "path to achievement.” just

like pilots. A protessional corps should be maintained without
rated sups comung 1n as the division chiet.

17682j 4 5 6 3 7 It1s the only current means 1o 1dentity personnel thut

- - ‘desire to seek professional status through selt-motivated
external training, but falls short. Certiticanon won't make
our jobs casier when we have less human resources to do
this job  Without receriitfication or proticiency testing. once
certifted, your a "hifer.”

‘With the on-set of IPTs. the PCO/ACO and PM should
‘be merged at the executive level to ensure a proper team
. . amangement [think a PCO should be certificd as an ACO
. . andviseversa. There should be a recertification process.

i . . eg,aone day serninar.
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17702 3 - - 34317 3 5 Presently. I don't think ¢nough time has elapsed to assess |
S o _ ‘what 1s in place
. 17630 4 - - 543 27 3 5 Ibelieve that everyone should be required to apply every

certitication level. 1 e not skip levels based on their current

number of vears ol experience
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Comments to Open Ended Questions (Continued)

17497 1

17503 -

17630 4.

17634 4.
17651 -
17675.4‘

17682 -
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2 Once again the AF doesn’t stick with a program because

Lo to

Lty

‘With the on-set of IPTs. the PCO/ACO and PM should

‘there are not enough trained people to fill the slots. Keep !
the prlots out. [
Tbelieve 1t1s a way to keep from promoting those
_employees that have given their time and energy on the

Job and not in college

‘Revise certification within conttacting. 1.¢., operational
command. etc.

Over done to an extent.

It 1s not very well understood by employees and personne!
ofiices. It doesn't spectalize enough in the types of contracts
.\\'C use.

Needs to 2o further. professionalize it completelv with

apprepriate grade structure to vkt ups nlisted. o .
t:md otficers are required to march to o higher standard i |
the acquisition held. compensate them accordingly.
Tbelieve that everyone should be required to apply every
certification level, 1.¢., not skip ievels based on thair current
number of vears ot experience.

Certitication levels should be something to really strive tor
The certitication program should be entorced continuously !
‘To have a mission ready work force, we need mere military %

n the career tield with a better "path to achievement.” just |
like pilots. A protessional corps should be mamntained without |
rated sups coming 1n as the division chiel :
Tt 1s the only current means 1o wlentily personnel that !l

i

‘desire to seek professional status through sell-motivated
‘external training. but talls short. Certitication won't make
our jobs easier when we have less human resources to Jdo !
this job. Without recertitication or proficiency testing, once '
certified, your a "hifer.”

‘be merged at the executive level to ensure a proper team
‘arrangement. I think a PCO should be certitied as an ACO
‘and vise versa. There should be a recertification process.
€.g., aone day seminar.

Presently. T don't think enough time has elapsed to assess
what 15 1n place

Thelieve that everyone should be required to apply every
certification level. 1 ¢ . not skip levels based on their current
number of vears of expericence I
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Table E-3. Comments to Open Ended Questions (Coniinued)

17634 4 - - 6 4 6 2 7 4 2 Cerufication levels should be something to really stnive for
17651 - - 2431 1 2 1 2 The certification program should be entoreed continuousiy. |
17675 4 - - 3 4 35 2 7 5 4 To have a mission ready work force, we need more military '
1n the career field with a better "path to achievement.” just !
ke pilots. A protessional corps should be maintained without '
o - rated sups coming in as the division chiel
17682 - - 56 6 51 6 4 7 ltisthe only current means 10 idenuity personnel that

desire to seek professional status through self-motivated
‘extenal traiming. but falls short. Certitication won't make
our jobs easier when we have iess human resources to Jdo
this job. Without recertitication or proticiency testing, onve
o - certified. your a "liter
17683 - - 55451 1 31 Withthe on-set of IPTs. the PCO/ACO and P\ should
“be merged an the executive tevel to ensure a proper i
arrangement | think a PCO should be certitied as ap ACO

]
S

and vise versa. There should be a recertitication process.
€.g.. a one day seminar.

177023 - - 5 4
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» Prescitly. ©don't think enough wme as clapsed o assess

‘what 1s in place.




Table E-3. Comments to Open Ended Questions (Continued}

III. CERTIFICATION PROGRAM AND ESTABLISHED STANDARDS

1.9 E\PER!EN(‘E STANDARDS - COMMENTS AND CONCERNS

No.  Deniographics

17244 - 36651335

17312 - - 54652243
17330 - - 3253123
17497 1 - - 4121 2]

17679 4 - - 3

2
>
'-—l
—

.7A

‘)

17694 3 - - 3

[
o

111

‘Comments
5 Private industry expenence is also a good method of
‘acquinng experience personnel in DOD procurement
T'have tound personnel. who have at least some expenience
_in the operational squadrons, possess invaluable skills dealing
wnth short lead-times. emergencies, changes in specitications.
dclavs and the effects of changes on schedules and prices.
3 An individual could be grandfathered if they have greater
‘tha.n 10 years of expertence as of 1 Oct 91. this does not
equate.
2 Neweomers to the career Hield are dungercus moherr wck
of experience v how contracting 1s rin

3 6 People with the most tramming atter minimal experience

recetve highest certitication level.

2 As expznenced in my working arena. this is being

circumivented by management who labricate prior
experience to help individuals quality tor the ten vear
exception.

4 Alook at the A Contracting Summary tor Cols. Lt Cols

-experience shows about 10% of the Cols Lt Cols with Tess
‘than 4 years experience. Who 15 white washing this
program by granting posnion cerulicatton warvers tor all
these positions?

—

The recent changes 1n experience requirements were
PE P IES X I PETURVORY PRy DO L S RU M en S T I Y
Allmulll\ul\-ntl"’ CAPLAllILA, LIS I'u.euuul&'. [SU3N l’\'l\;Ll\‘Lu Yoalud ol

the education and trammng.

2.0 TRAINING STANDARDS - COMMENTS AND CONCERNS

No. Demographics

17228 - - 56451535

Comments

.Most of the important topics are addrzassed by available
‘courses; however, the quality of matenal and instructoss is
50 vaniable that sometime the courses are wonderful and
sometimes they are a tetal waste.




Table £-5. Comments to Open Ended Questions (Continued)

17230 - - 44 511 6 3 1 Anoverall theme is that training should be customer support
as your survey indicated. I continue to see emphasis on l
andividual "kingdoms” at the office. It everyone's single
‘goal were customer support. those kingdoms and turt battles
‘would go away. Our training programs, coupled with
‘emphasis on supervisory. must be stressed if we are truly
seeking a work torce that emphasizes customer support.
We need to be motivated and understand the benefits of
_providing good customer support.

172-’_44t - - 3 61 6: 5: 1 3 3 5 Traiming 1s a good supplement to education and expsrience
.. . _ _ _  __ requirements.
12292 - - 44411 23 1 Required courses are adequate in subject and number for
the certification program.
7298 - - d 4 411 o 3 4 Bemgaconm three vears based on airnimg program o

a joke. It happened to me and | serioushy teel that the l
_governments interest are sometimes at undue risk. Due 1o !
‘the "teaming congept.” COs are becoming PCO/ACO Price
_Analysts/Property Adminustrators. More property and
. prcingclasses required.
17299 - - 44 7 41 6 3 7 Contract specialist should not necessarily be moved trom
a position but strong. knowledge PCOs should he move d
‘moved around so that contract specialists have the beneln
- o of learming from them.
17318 1 - - 4 1 11 3 1 2 lattended MDAC Basic and then was told | could not
attend operational level contracting. Why™ Are thev the
o same class?
173526 - - 44412 47 Marny of the more seasoned experienced teel that therr

U PO B T RS B, JRUNE .
CRPATICTICS shouid waive suiie of the LAININE, and j coneur

~Jd
E N
A
O
tJ

- -4 2226 3 Z Rotauonal traming 1s not equivalent across the board

before 1 ever reported to the job. Ttis diffreult to understand
‘aclass. 1f you have no 1dea what a PR or the FAR 15 ]

also teel that 1t is difticult to teach any of the classes due to
‘the wide range of experience and education levels  What
‘one person thinks = difficul., is easy for another.

17615 - - 3 5 4: 1 1 6 3 2 It is the problems of contracting, not the ruies that mess up
o o contracting,
17627 - - 5 5 551 6 3 2 For operational contracting. courses similar to thuse ottered
by George Washington University would enhance the |
, _ _ - traung program. |
17633 - - 5 561 1 4 3 3 Have recerved benetit from all tramming - Al couere material

not necessantly apphicable. but some beneht alwavs pinined

1-27




Table E-3. Comments to Open Ended Questions (Continued) .

17667 - - 56 7 6 2 7 4 2 Overall, training is very good.
17688 - - 3_4 i1z 2 2 2 With all the downsizing, we are expected to keep up with
‘our work load and go to school. Training has helped me
S tremendouslv -
17694 3 - - 523511 1 | Tramang classes tend to be quite elementary i nature.
S Instructors have a tendency to “teach the test.”
544173 35 Aparamount point of signiticance 1s that supervisors. ,
_contracting directorates, should be *held accountable” for ¥
_ _ensun'ng people receive school house training. Not just lip
~ service the requirements. In addition. there should be more )
‘in-house contract training amongst the work force. Without
1t, conuinuiiy goes when the people go. The crgamzation and
mission suffer We need to ensure our most experienced
contracung personnel are progctitely panicipating i this |
_effort and not on the side lines obsening. - ...‘

12

17702 3

)
[
[
S

2.1 TRAINING AVAILABILITY _
No. Demographlcs ~ Comments i
17234 - - 244311 3 Tralnmg is not given on an as needed basis. [ have
Arequested QMT 345 every year for six years and finally got
1t. There are many others who need a formalized truning
_program whereby an employees completes certain courses f
‘betore paiming a G3-07. 09, 11, 12, 13, ete. in their career |
S o ficld.
17243 - - 4434113 Tt takes too long to get required courses. Plus in order to get l
: . = thenext level courses one must be at the grade to attend but
o - can't get the grade because haven't had the course
1705 - - 323 1 141 Z iwouid itke 10 have ciasses made more avaiiabie. it has
' . ‘been historteally very difficult to get slots It s hard on base
level to get two classes per year - possibly present more
~ road shows.
1 21 2 We need to have more slots available for classes we need
1n order to be certified. It takes too long to get all the
~ classes necessary that are very helptul on the job.
.4 7 Trammg too frequently comes at the wrong time. Either

[VE]
4

>

17272 - - 13

o
—

17337 - - 6476

&S]
£

_bcforc the knowledge 1= required or after managenal skills
_ or technical knowledge have been developed
17404 - 3 -

Lo
=
—_—
to

3 3 1 wish there were more classes availlable. ve been in nine |
vears and been 1o 4 classes  Since we are protessionils

there should be more tramning slots to keep us trined




Table E-5. Comments to Open Ended Questions (Continued)

' J 700

17655
17658

17664
17675

17682

17694

17715
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5 2 21 61 2 There needs to be a greater number of slots for those who

‘may need to get certitied. but they have their experience 10
o fall back on. The new students only have what they have
1in classes.

'35 31 2 2 6 More classes need to be added. With DAU funded training.

if there courses that are not part of APDP they won't pay
‘and AF has limted tunds. which means not all training 15

~ always available.

3 2 We cannot get enough training that is geared towards
‘operational matters. And 1f it 1s available, the GS 11 & 1275
get priority. Why not Jet the trainees (GS 5-9) get the basic
‘training. By the time your an 11 or 12 you should know vour
ob.

t
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to
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1 4 Weare not sent o traming in a tmels manner | spent nn
monev on college. now 1t's their turn to spend money on
my mandatory training requirements. Why do vou send
:peoph: to training when they cannot pertorm on the joh
‘much less perform 1n a classroom environment”

i It should be easier Lo get the classes you need.

'All pre and post contract admnistration were beneticial.

However, they were received vears atter | had expenence

anthis area. Inmy 10 vears of experience. the enhisted toree

EY
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recetves all the traiming atter the othicers and civihians
The training slots are not always readily available.
Current tramning programs should be oftered as early as
possible in a contracting career progression manner
1 5 3 Z Make 1t easier to get non-APDP certiticauion classes

b

3 4 Need to he able to pet traiming with having to go looking tor
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Lty bt
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it. T have not recetved any traming through the system but
by going straight to the training momtors at Randolnh.
5 4 7 The reward syster emploved by the Air Force to give the
. ..OPM courses to a chosen few is insulting. T've wanted nine
years for a course | have repeatedly requested and nceded
~only o see other individuals and | get "bupkus.”
1 The real problem is the availability of training courses. Upon
completion of this course (K Law), I will have met most of
‘the requirements for level L, however, due to the non-

66 3
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¥
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avarlability of contract pricing. D wili remain a2 level @ This
15 not an aceeptable situation.

S Avatlabilnty s poor | watted three vears to get Contract
faw.
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Table E-5. Comments to Open Ended Questions (Continucd)

=

17740 - - 24 51 1 2 3 2 Traning 1s provided to the contract work force only when
‘mandated, not when the individual needs the training to
effectively pertonn their job. Traimng courses are a must
-and you sheuld not have 1o wait long periods of time to get

~ them and yet be expected to get the job done etficiently.

2 Asan cnhstcd member in contracting, it 1s {rustrating and
_msheartenmg to have earmed a degree, suli seek higher
_education off duty, but have to compete for scarce training

slots with mdmduals who are simply going througn the

‘n1o”t1_<_)_1‘1$:_“___ o

17766 - 4 - 4251

[\
—
"J.

2.2 TRAIN[NG APPLICABILITY
Na. Demogmphlcq Comments
17233 - - 4 4 5 31 53 2 Making courses that may not be relevant mandatory results
.m unnecessary etfort spent on classes Find out what the
_contracting work force 1s actually dealing with and address
needs necessafy and desirable training. and improvements.
Mandatoxy courses should address general real world
world situations. Should be revmed dnd lauored 1o 11! Lh-:
needs of the customers. Make only what 1s zenerally
‘necessary mandatory. Mandatory courses should have
S ~ particular valuz for general contracting population.
17234 - - 244311 3 3 )tis my experience that too often courses need to be
‘ geared to not only beginners (who may have an 1dea what's
going on). journeynien (who have a good idea what's oing
‘on) and under 'grads (who either know 1t al} or have heen so
tar removed tor so long, that they're no better otter than
~ thebegmnner)
17247 - - 43 6 41 7 4 2 The traiming would be tocused te the specific organizational
‘mission and 1dcntmed problems within the organ:zation.

17249 - - 5 4._ 7 4? 1 :2 3 3 Need lo gear to specxtlc Jobs - systems acq vs operational.
17254 - - 32311412 1 feel more attention should be given to base level 1iems
17264 --14411222 Courscs should be duectcd to the level of contracting you
o o are pcrfoxmmg )
17260 - - 214512112 ‘Often, traimng is not speuallzcd tc level of CODU"&LIU’IE
pertormed.
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. Table p-&. Comments to Open Ended Questions (Continued)

17261 - - 2 541 4 31 27 would like to see the training requirements be geared to the
level of contracting. 1f 1 am working operational level
contracting and take classes geared to systems level. |
‘wonder 1f 1 will get job specitic traiming. Then 1f' | were ever
10 get a transter to a systems level assignment would I not
‘then 'need a retresher course that was systems level

. specific.

17264 - - 1441122 2 Itisawaste of ime and govemnment money to send people

to courses, teachiing matenal they do not need and will not

‘use. Courses should be instructive and directed to the type

ot contracting one s doing. Delete those nct necessary

to Job. Base level pricing 1s sutticient tor small purchases.

o 1 don't think the ntermedicate pricing course should be |

f - required tor base level contracting §

17265 - 2 - 2231 21 2 Things people learn in class really don't help them intheir Il

~ job because they don't use it very often. i even at all l

:3 2 Make traiming relate your job assignmcnt nol an across the ‘

A
bumu chcl xdﬁ.lub Ud.bcu on Id.ll.l\ r gI'rl(.IL

17289 - 3

¥ 1
£a
(3]
N

4 3 Most training and tormal education does not teach one how
_to Jo contracting, Most of the theory taught does not relate

o 7 o the werkplace

17310 - - 6 6 7 7 27 4 3 Some of the mandatory courses are a joke They do not

' - ' even deal with the central 1ssues and requirements of the .
subject, e.g. Executive Admimistration never even openced I
the FAR to the relesant material. spent most of the time on
‘touchy-teely flutt

K .Program must meet all areas of contracting. operational. i
:R& D. Central Systems. perhaps separate requirements tor

» each area

17533 - - 14 3 31 -_2 ' 2 2 Although the traming 15 given, how we are supposed to do 1L

' jreality at the job 15 not how 1ts done

17309 - - 54651

12

17536 -

i &Y
'

'y
(W]

.UJ.

p—
1t
12
<

17570 - - 224 31 2 3 2 The training classes are adequate. It's the application and
o ~ performance once I retumn home.
17596 - - 13 231 21 4 The government requires us to have education. but they

don’t tulfill their end of the training requiremerts.

Most required classes are 50 general no "real” information
15 pained. The classes ofter a side benetit which s truly
worthwhile the interaction of studenits at lunch. atter-hours.
‘ete. Most of the class material 15 too basic. too general,

17622 - - 5565

to
-~

or inapplicable to “expertenced professionals




Table E-3. Comments to Open Ended Questions (Coniinued)

17639 - - § 4 551 5 4 3 No formal course is going to give the person the knowledge
hc/she needs to sit at the desk and do the job. Formal
courses are helptul in providing intormation overviews that |
give the person famihiarity with terms, rules, and general
_procedures. Doing the work 1s what makes the learming
stick. Too many people in contracting today seem to have
the attitude that formai training is a panacea tor all our
‘problems - problems that stem from promoting unqualified.

~_inexperienced people into contracting jobs. It seems to me
that this 1s because many of the people making these

L decmons tall into that category themselves.

17646 - - 4 76 3 6 3 2 Rather than mandatory classes for 1102's why not classes
tor specific areas - .e.. if I'm an administrator send me to
admim. by the time Tam assigned 1o a job to use some ol e
class info. so much time has elapsed that what hasn’t
changed 've forgotten. Also training 1s almost always
sysiems” oriented. I only need operational contracting
tramme

21 teel certain courses should be pre-requisttes tor other

S course, 1.e. MDAC basic before cost and pricing.

17699 - S - 465163°C 2 There needs to be mandatory classes established tor

S renllsu,d arades to ensure attendance and completion. i
17700 - - 4 26 4 1 1 1 4 Much of the traiming 1s geared for central contracting Nt
a lot tor base level contract. FFP. In 15 years of con” acting
I have never Jdealt with any contracts other than I'I'P

32 ‘Requiring operational contract specialists to train in areas
.onl} required by systems contract specialists i1s untair and
‘and does nothing to help ensure operational personnel
provide effective customer support. Civilians in the tield
take a back seat on training requirements.
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2.3 TRAINING NEEDS AND SUGGESTIONS

No. Demographics Comments

17229 - - 24411 .More Base level courses.

17235 - - 4 4 7 1 1 ! Ibelieve the CAS courses should be mandatory because it
1s a law that needs to be understood by acquisition otficials.
T have had experience where PCO's directed contractor's
to violate CAS without knowing the impact of their |

_ . _ _ directions. _
17236 - - 25211522 Training in cost proposal evaluation and source selection

I‘)
—

N
W
Lh IJ
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Table E-5. Commenis to Open Ended Questions (Continued)

17238 -

17240

17247

17273

17274
17285

17297

- 46611531 Allows the level 3 courses to be made available to aspiring
le\ el 2 personncl This would enable one to prepare tor
upward positions.

: - 4 ) 4: 1 15 3 1 Allow some of the tramning requirements to be completed

by correspondem.e

- 4 3 64 1 7 4 2 Recommend trained team(s) of 1102s be developed for the

.purpose of going to the field to provide OJT traning.

_All training classes are beneficial. but the workshop
_environment is much more conducive to learning, especially
~working joint case problems with plenty of question and
answer lime.

-3 2_31 1141 2 I teel cach level s‘lould have 1-2 base level elective type
courses for rtification. This would give the Contract
Adnunistrator the bigger preture as weil as what is
happening at base level.

1 - 2311 31 ZIthink that some tormal training classes should be given on

specific subjects like supplies, or services or BCAS and
how 10 mmlt rh'fr’rpnr contract types ¢ m-rm‘{]\ ngmﬁg

‘classes for different sectlons._ Most classes are related to
the construction branch and are not as beneticial to people
working in supplies or services.

4 - 2411 31 21have norhad the chance to attend too many schools. but |
Jon't believe there 1s any classes on contingency contracting

‘and as a military member - this might standardize how CO's
handle ditferent situations.

4 - 4557163 2 Allow semor NCO's with degrees and experience the

‘onportunity to achieve level Il by opening more slats or
~ eXeC courses.
2 Classes should be longer. There 1s so much valuable
information 1t 1s hard to absorb 1n the short tew weeks the
classes run.

LN
1
[ §8]
AUJ.
e
¥
t2

: - 3 4: 4: 1 1 6 32 2 Tralnmg 1s sometimes given teo early in ones career. When

'you are brand new you don't even remember what FAR
stands tor let alone applying conceptual 1deas learned in a
classroom to the real world at your desk. First sotne OJT.
then classes would be more beneficial - mean more to you.
T think more tranng classes that cover other areas of
.Lomramns_‘. would help to round out a persons knowledge
‘base on the overall contracting fiecld  That would help o
the "big picture” of how procurement contributes to the
overall mission
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Table E-5. Comments to Open Ended Questions (Continued)

17298 -
17316 -

17332 6

R

17657 2

17658 -

17662 -

1 6 3 4 Need more property classas.

1434 Less emphams on assemibly hre training. By level I we
‘should start serainar based nrogsams with emphasis on
leamning. not tests. Also. should i, +clude discussion on
_mission neeas, why we are here. and the importance ot

~__ procurement within DOD.

- - 4441 2347 lthink training 1s not adequate whai it comes to negotiation
‘techniques, styie as well as communication. Negotiations
~and communication are an integral part from beginning
through all ‘management positions. One 1s continually

~ negotiating for contracts, terms manpower. labor relaticns.

- ete. Truly 'etfective communication is cntical. Many

_ people are simply are lacking 1n the communications srena.

-4 44 2 23 2 Opportunity in related oceupations after thase reguiring

mandatory tramning have been instructed.

. - . .].
- 5455

3 -4 54 27 3 6 Certification requirements should require both pre and post

‘award courses since we are cradle-to-grave.

_' 7- -4 4 4 1 1 6 3 1 Basxc Llasses should not pe scheduled so early in the career

because you have no idea what they are talking about. wait
6 months so they have a basic 1dea of what an acquisition is.

i - j3 4:4: 1 11 :3 2 iThc training being provided might be more beneticial it more

‘time could be spent learning rather than just cramming
“ntermation: in. {Too much information covered in tou shon
~aperiod ol time.)
5 Twould prefer to see Contract Law required for level |

1)
]
(7]

certification.

_-:-:6_4.6‘2_7:4:’ Move Contract Law to level L. level 1 to 2 vears. and add

‘both pre and admin to fevef . Also need decision
‘making in Contract Management.

: - :— 4: 1 } 1 7 1 :2 Having frequent breaks at the work place seems detnimental

‘1o my really "getting into the business.” It might be a good
1dea then to have general courses once one has already
‘met the certification qualifications to refresh myselt on the

o matenal
-12451322 Perhaps a core in-depth course should be ottered to new
personnel.

3 -343451 32 2 Don’temphasize testing in classrooms. hut rather
instructional tramning - Develop the "how toos™ in pertorming
‘the job. Should require advanced training.




Table E-5. Comments to Open Ended Questions (Continued)

17678 5 - - 6 6 5 2 7 4 3 Program does not include cntical training. like negotiating.
etc. Level 1T should require training 1n leadership and ‘
‘management.

|
[

‘On site traiming might be a better solution to workers so they
_can still be available in a pinch.

‘Systems contracting needs access to Systems 100 and 200
“and should be required courses.

‘Students should go TDY for their training because work

_ tends to be of such importance that they can't get away.
~Work and other activities distract trom the focus.

17688 - - 224112

17694 3 - - 525111

—

17695 - 5 - 465163

.IJ.

2.4 ON-THE-JOB TRAINING

No. Demographics Comnments

B17247 - - 4 5 0 4 1 7 4 2 The hunds on type tramimg s most benelicial as procedures
are retained easier. |
‘Manning constrainis severely limit eftectiveness ot OIT at ‘
‘operational contracting activities. OJT is hit or raiss.
‘depending on current situations/requirements.

17255 - 4 - 241162

to

17264 - -_' 1441712 2 2 I'learn more through OJT because I learn as I need 1t and
~_ canapply it immediately and see the results.

174193 - - 44427 2 6 Hands on

17639 « - 3 4 5351 5 4 7 Qs the most important element ol contracting training I

17699 - 5 - 4 6 31 6 32 Wemust ensure proper hands-on traiming and groom tor :

later positions.

2.5 REFRESHER/FOLLOW-ON TRAINING

|
No. Demographics - Comments ||
17261 - - 4 441 1 2 3 5 There should be retresher courses that constantly update |
7 _ _ contract protessionals which may be on-site. |
17317 6 - - 57 6 2 7 4 4 I seeaneed for continuing traming education to maintain |
. certificanon.
17626 3 - - 5 4 § 2 7 3 2 Review the fulfiliment policy and have refresher type courses.
17658 - - 1 24 51 3 2 2 Lack of adequate tollow-on training,

3.0 EDUCATION STANDARDS - COMMENTS AND CONCERNS

No. Demographics  Comments
17269 - - 2 23 11 2 1 Z Notenough guidelines were disseminaied down to the base

fevel contractng and CPO ottices Tor administering this
program, especially in regards to what classes:courses were
acceptable for the 24 hour ol bustness.




Table E-5. Comments to Open Ended Questions (Continued)

17522 - 3 - 3 53 1 7 3 6 Educaton does not factor in unless specialized in conwracting
S o arena. |
17549 -4 -3111 > l 2 I think 24 semester hours 1s too mary. Twelve 1s more |
. approprate tor level [
17612 - - 454116 3 2 Mostpeople who have been in contracting for any length
ot time have been grdndtathered into certification levels.
How can this be comparable to those who are hired at a
‘ater date or those in the field who are trying to better
t.hemselvcs with advanced educatlon The certification
program 1s similar to most other AF programs. 1f you hang
-around long enough, it doesn't matter it you are continuing
o 'your educatior or not.
17625 - - 5 5 76 1 24 4 A minimum education level was established. now there is
a concentrated ettort to find wavs around obtaning the 24 i
semester hours. |

3.1 EDUCATION FUNDING ISSUES
No. graphics ~ Comments

17270 - 2 - 23 1 1 2 1 2 Ithink, since it 1s mandatory that the classes are required for
o 7 tor our certificaticn, they should be paid for 100%.
17567 - 3 - :2 41 12 3 2 If we are requining people to have some college credits.
o 7 ‘which 1s not required in other AFSCs. we should pay tor them. i
17644 -3-22 513211 education (24 hrs business) 1s required. the povenment
o o ' ~ (not the individual) should fund the requirement.
17688 - - 2 2 4 1 1 2 2 2 The reason a lot of people do not have thewr degrees 1s .

‘because they could not attord it

32 EDUCATIONAL DISCIPLINE CONCERNS

No. pgraphics - Conmiments
17231 - - 32311 3 3 - Z4hours of business should carry moie weight than having
Just a degree.

17627_ - -; 55 1 6 3z 2 “The four year degree should be in related tields such as
o busmess rather than geneml

17628 3 - - 4 4 1 7 4 7 Ifeel the degree should be business rel: { just any

.degreer._




Table E-5. Comments to Open Ended Questions (Continued)

3.3 DISSATISFACTIONS WITH EDUCATION REQUIREMENTS l
No. graphics  Comments ;
i 17311 - - 3 26 7 2 6 4 3 Getnd of the mandatory college degree requirement, '
17622 - - 55 6 5 2 74 2 De-emphasize education!
17699 - 5 - 46 51 6 3 2 High grade civilians who enter programs on degrees don't
have my respect.




Table E-5. Comments to Open Ended Questions (Continued)

No.
17219 - -

7292- .
17309 - - §
17331 - -
17333- -

o
l765l4' .

17658 - -
17719 -
17327 3 -

176235 - -

—

s ‘
'

—— -t —

\
m&ﬂi
17457 1 -

17471 1 -
17563 - -

S -

"17473 Pe -

17657 2 - -

. 4.-

Demoéra ph ics

4451

526

-
2

4_1.

124
.4.4.
52

—_— N

55

4 4.: —

]

-
D

9 N w!m'\x NN

1~ N

i

‘vl

iy
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o ;Most Beneficial
4 MDAC Basic
MDAC - Basxc

--MDA(‘ Basw
MDAC - Basic
2 MDAC Basnc

22 :
1

IV. TRAINING COURSES PERCEIVED MOST BENEFICIAL

_Con_lments

FA_R_tamnhanZ'mon
Information could be apphed n
_cveryday world,

2 2 MDAC - Basic

1 2 MDAC - _Basnc_:

bl

2 MDAC - Basic
2 MDAC - Basic
i V‘\-IDA(’ - Basic
3 MDAC - Basic
MDA(‘ - Basic
4 7 MDAC - Basic
32 MDAC Bamc
2 MDI\L - Basic
U
1

I
-~
Al

-

2D

2 MDAC Basic
-'MD AC - Basic

2 MDAC - Basic
2 MDAC - Basic

7 MDAC - Basic
1 Central Systems

LUT I VIR ()

G. .

J 6C entral Systems

— . -

4 75Cenﬁél Systems o
SRENG L LR

e

) ?. Operational C ontractmi_m

2 Operational Contracting

1 2 Operational Coniracting
3 2 Operanonal Contracting,

Famihanzed me sl the AR

_ Covered a lot of material
"Most specific and detailed.

‘Good Overview.

Teaches the usage of the
different regulations and manuals.
‘General coverage gave a strong
{foundation to apply at the

workplace.

7(‘omplete comprehensive
coverage.

Most helpful since it was my
mtroductlon to the contracting
'careqr_ﬁel_d. _

“Taught me contracting

| fundamentals.
- UnCETEnIES

Gave me a better understanding
ot the job.




Table E-5. Comments to Open Ended QGuestions (Continued)

17231 - -
17246 - -
17254 - -
17292 - -
17559' - 3.4
17566 2 -
17626 3 - -
17627 - -
17688:- -
17765 - -
TN
17256 - 2
17200 - -
17289 - 5
17537 - 3
'.Z%%’i';:
‘7_2?2:1
17233 - '-
17261 - -
17264 - -
17269 - -
17270 - 2
17280 - 2 -
17285, ;2.
—
17204 -
17305 - 4.
51 e
17312 - -

32353113 3- Principlesof Pricing _~_'Directly applicable to my job.
445215 3  2 Principles of Pricing Applicable to job.

3251 141 2Pnnciples of Pricing

4441 1'2_ 31 Pnnc@lés of Pricing

34521 :'34;3' 2 Principles of Pricing

- 421121 2 Principles of Pricing )

- ’5”4 5 > 7 37 Principles of Pricing .

5 5 5 5. 1_632 Principles oancm,g, o ;” ) o

2241122 2Principles of Pricing

154 _2_] 1 22_1 Principles of Pricing _Hc_:lpéd me understand the

.. processbeter

317 S__l_23 ZBaseleveancm;:_ I

- 2211222 Baselae Pricing

21451 21 2BaselLevel Prcing

- 443 1063 2 Base Level Pricing Related 1o current job

U ..~ Aassignment.

- 43110 7__1» 6 Basc Levcl PI'ICII\L o

4 6 6t I 15“1 1 Def Cost&Pnce Analys:s ' _

4 4 7416 “ 7VD¢f Cost & Pn(:e_Analyf_;_ls___ _Price/Cost savings 1s extremely
nmportant; we wmust know how
to go about it.

44551532 Contract Law '

(2541 13 1 2 Contract Law

4411222 Contract Law 1 leamed things which 1 found
very applicable.

2231121 2 Contract Law Learned a lot about gavernment
- ' ' rights and how/why we have
those rights.

- 2531121 2Contract Law

-.231 l_’ 212 Contract Law _ _

- 2‘. 3. l._ l_3; 2 2 Contract Law ) » jlt is unporiant to know what

' you can and cannot do.
1444 1 163 3ContractLaw
-3 4 4 1 6 3 7 Contract Law __ Casg studies allow you to see
b : o "~ how some of the concepts
-3ctuall)' work.

5 4 o 5 20 4 3 Coatract Law Gave histoncal view on how we

contract & current rational for
ways 1o handle changes.




Table E-5

. Comments to Open Ended Questions (Cominued)

17565 - - 3 4

——— e .

17646 - - ’4 2

———
|

17766 - 4 - 4 2
i"768 3.0

7238 - - 40
17.246’-? 44
17219- - 4 4
17220+ - 30

o o—

L~ =~
hJ
tn W
1
]
.LIJ -
+

K

17274 - 4- 4
17291 - - 4 4
17292 - -4 4
17293 - .- 34
17330~ - '3 2

] | .
v a1
17331 - - 52
17459 2 - - 4
17570 - - 22
17719- 4. 4

43

17626 3- - 5.4, ;
17627- - 5555,
17634 4.- - 6 46

17645 - ‘333

6

2
0
5
5

7 .

wn

da

5
4
4
4
5

B

l_n—l\)—-—-’\)’l

17567 - 2 41

17622 - - 5565

17624' 3 -'- 545 2

e R A |

~

3

17047 - - 2 144

17762 - - 14 4 1
et T T

_[’u) (...) — — |J| —

-_— L) e 2

1z 3 2 C Contract Law
l_.)_ l_érComrac.t Law
12,7 42 Contract Law _

Provides fundamentals

‘applicable to all contracis.

_ __7 32 Qomr_ak_ttaw o _._.._..Case siudies similar 10 actual
~ Acondin’uns.

%7 2 C ontrdct Law

1 6* 2 Contra(.t Law

Zﬁ 7 4 2 Contract Law

1 6 2 2 Contract Law

| 9 _3_ 2 Contract Law

__th_at I could really use the

information presented.
I 2 5 2 Contruct Law Now know more when legals
state a contract 1s legally

sufﬁmem

12 2 1 Contract Law C an be apph-d lu my immediate
=5

’ .nk
. jeb.

1121 C ontract Law Provides fundamentals.

[ § 3 1 intermediate Pricing. .

1 57 3210n termediate Pricing

14 _3 4 MDAC - Advanced )

1 2 3 2 MDAC - Advanced Subject matter closely related

_ 1o job.

1 53 2 MDAC - Advanced

P51 2 MDAC - Advanced Intormation could be applied in
| _ everyday world.

1632 MDA(‘-Adv anced

123 3 MDAC - Advanced ) -

1'2:3 IMDAC Advanced

125 .Z_MDAC Advanced

1 2:33 MDAC - Advanced Wcll rounded information
S B _ i_ L ‘7 ) 'prowded for both pre and post
T i t o o Aaward

2 7 4 3 MDAC - Advanced overed a lot ot matenal.

2 6 3 2 MDAC - Advanced

i 2 3 2 MDAC - Advanced

I 2 3 7 MDAC - Advanced

“Took it _)ust when I was on a job

L-40




Table E-S. Comments to Open Ended Quesiions (Continued)

' [17221— 454 1165 3 Advanced Administration
17222 - - 4 4 4 ! 1 8 3 3 Advanced Administration  Discussion of cases veny
* _,— h S “beneficial.
17230 - - “74 4511 63 1 Advanced Administration ~ Received good DCMC
R . - ‘perspective, gave balance tc my
T T T perspective asa buyerCO.
17254 - - 32311412 Advfm‘qqi —/\_ndmmlstr_a_tloiA‘ o
17273‘- 4 -2 i 1 1.3 1 2 Advanced Administration
17286 4.+ - 5 4.4 1 7 3.7 Advanced Administraion -
17506 - 2- 1 411 23 2 Advanced Administration
17312 - - §-4 652 643 Ade:.EEEd_ Administration It allows in-depth discussions on
R B - i _.IOpICS which cause most
T - contracting problems
7324 - - 21211 21 5 Advanced Administration
17419 5 - - :4 4427 2j'ov,\d\-unccd Adnmistration Hands on.
17525 3- - 64.5.1 6 3 3 Advanced Administation
17559~ - 34 5 2'1 3 3 2 Advanced Administration o
17634 4 - 6462742 Advanced Administration
17220~ - '31°7'5 12 3 7 Base Administravon
17229 - - 2 4.4 1 12 I'Z.BaSc, Adumnmstration Work operational. course was
B _ . . ' :tailorcd to dailv operations.
17283 - - 173‘4 1 1 3t 2 Base Administration
17297 - - 3 441163 2 Base Admunistration  Addressed real situations. not
‘“. o o _ o S Just conceptual.
17644 - 3 - ‘272'_ 5 1 3 2 1 Basc Administration Studied clauses.
17298 - - 4 4 4 1 1 6 3 4 Overhead Management
17216 - - 4 4 5 1 1 4 3 4 Overhead Managemient
17222 - - f4'4‘4' 118 3 3 Overhead Management
173]6‘- = 54551435 4 Executive Contracting ‘Current procurement topies
L ) » _and the big picture approach.
]7627 - _- 5_ 5 55 1, 6,3 2 Exccutive Contracting
17221 - ".4_5.4. 1 1:6 3,3 Value Engineering ‘
I7234'- -24.43 1: 1 3:3:Negotiation Workshop ~ Class was good practice.
|_7"'47 - f74 36 4_' 1 7'4 24Ne1;,ot_u_1_t10_n__‘v’_{ork_§hgp -
17537-'3- 4 3 1 1'7 1 6 Contract Placement
17567 - "4-- 2'4> 12 32 Contract Placement
17027 - - 5 5 55 l'()i 3 2 Contract Placement
r I7645_- 'S- 333162 2 Contract Placenient
17200 - - 2 1451212 Property Management -




Table E-5. Comments to Open Ended Questions (Continued)

No.

Demographncs ﬂ

17230 - -4 4.5.1 16 3 1 MDAC - Basic

17234 -1~ 2,443 11 3.3:MDAC - Basic _

|
L

17317 6. -'-{5'_7_'6 2 714 4 MDAC -Basic

—1

V. TR TRAINING COURSILS Pl:RCEI\ ED LEAST BENEFICIAL o

——

Least Benefic_:lal_

Comme_nts

C ourse was 100 advanced for

R T [

17246 - - 4 452153 2MDAC Basie
17264 - -'1. 4_14 112 2:2MDAC - Basnc
_.__._._:_ﬁ__r_ —— g 0_441 —

someone wnh no experence.

l was alrcady faxmhar with ther_‘ -

I;l|;|||

— e e

17273 <4 -'2.4 1 1 3.1 2'MDAC - Basic

— e

.FAR. and DFAR.

S = e

—— O o e mem e e o

Should have an mmlmum of S1X
months hands on before
attending.

Too broad, dlf'ﬁc,ult to apply

Not pertment to job.

‘Subject coverage was too basic

for college graduate - should be
| week.

‘Not designed for the type of
‘work 1 do.

.Very little apphication 1o job.

' 1 do very little negotiations that

require cost breakdown of’
CQI'.‘T‘?S‘Q!EPrQE_‘).S?"
‘Better for price analysts. 100
‘much detal.

17570 - - 2. 2 4 51 2 3 2 MDAC - Basic
17627 - - 5555 1 65 2 MDAC - Basic
17_(51_(?__- - 42 6:3-1 6:3 2MDAC-Basic
17647 -' - &L14J£3 MDA_C Basic
17419 3, -{- 1.4__4 2:7°2 6iCperational Contracting, _
17537 -3 -43 1171 6 ‘Operational Contracting
17566_2_- - 4 2 I 1-2 1 2'Operational Contracting
17221 - - 4 5 4 I 1 6 3 3 Ponciples of Pricing
17291 - - 4 4 1.1 2 3 3 Prnciples of Pricing
1730(’.'.2.' 141 12 3 2 Pninciples of Pricing
17327 3 - '.5_2_3_l,2 3 I Principles of Pricing
17464 | - - 6 2 4 1 7 2 2 Principles of Pricing
17473 - - 1 51 11 2 1 2 Principles of Pricing
17628 3 - - 54417 4 7 Principles of Pcing
17647 - - 2.1.4.4 112!3 2 Panciples of Pricing
17269 - +12,2'3 111 2,1, 2Basc Level Pricing
I I T R

T T R B B e e
72973411613 2 ef Con & Price Analysis |
17330 - - 3 253 123 3 et Cost & Price Analysis

Too in depth tor a new specalist.
Should be taken atier many
years in contractng.
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Tabie E-5. Comments to Open Ended Questions (Continued)

L] T
17231 - - 323 1

" 17236 - - 2521,
17245 - -3 44110
17254 - =323 1
17286 4-- 544
17289 - 5:- 414 3 1
LR
17333 - -65751
17468 . 2 - 241 |
17719 - 4 - 441 ]
17527 - - 44421
17246 - - 4 452
17260 - - 2 145 1
17289 - S - 143
17316 - -:5.4.5;5
17624:3.- - 5452
17634 4 - - 6 46
17289 - 5 - 4 4 3
17228 - - 5645
7312 - - 54065
17623 523 5. - -.5.5:6
17312 -1-15 4 6l
17309 -'-'5 4 65
17220 - - 24 41

! 17270 -2 - 231 1
17622 - - 55652
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. 7‘C ontract Law
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- -3231 l_>_>— (‘ontractLawi
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4
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')

(V%]

%)

N T T e S

2_ (“ ontract Law

. 6 MDA( [:xecullve

- Sl _hayc_: to refer legal matters

1o lawyers anyway.
2 Contraci Law

Poor msrructors material not
prescmed well.

2 C ontract Law

4 e i e o . -

2 C ontrapt Law
7 C ontract Law

IfTnced legal advice, 1 go to
_ alawyer.
.. Bad Instructer

2"Contract Law

2 Contruct Law Needed more fogts on

ZOVeInNiCnt contracts.

7:(‘umruct Law _

2 Intermediate Pricing __Related to systems acquisition

- ___ andnot the day to day aspects
of pricing.

2iMDAC - Advanced
2 MDAC - Advanced
2_MDAC - Advanced

Taught at systems level. not

base level.

L.

MDAC - Advanced ‘Too mechanical in its approach.
‘ “Instructors icad out of the book.
2 MDAC - Advanced Too Tate nmy career to do amy
‘good.

MDAC - Advanced

Advanced Administration

< b

5 Overhead Management

3 Executtve Contracting .

- Gave me no 1w tools, just a
' :rehagh through case study.

Z'MDAC Executive

; 3 Executlve Adnnmstranon
'3 Va!ue Engineering

2 Negotiation Workshop Mostly common sense. could

be a 3 day seminar.

2 Contract Placement

Too basic.

2 Environmental Contracting:,
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